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ABSTRACT
AWARENESS OF DISCRIMINATION AND CAREER
DECISION-MAKING OF BLACK YOUTH
May 1-977
Grace Matthews Pleasants, B.A.
,
Virginia Union University
M.S., New York University, M.Ed., Harvard University
Ed.D., University of Massachusetts
Directed by: Dr. Kenneth Ertel
Despite widespread interest in career development of youth, few
psychological or sociological investigations of discrimination as a
factor in the career decision-making process are reported. This study
represents an exploratory examination of awareness of discrimination
as expressed by black youth at a critical transition point--from high
school to college or work.
The research design contains three closely related themes:
i
1. The development of a career identity is inextricably bound
up with the development of a self-identity.
2. The development of self and career identity takes place
in a social, economic and political environment.
3. Discrimination is an environmental factor the awareness
of which may be an influencing factor in the career de-
cision-making of black youth.
The student sample, all twelfth graders in a single high school
in a major southern city, consists of sixteen youth selected from a
larger population of 228 black students. The 228 were divided
into
vi
profiles of congruence using parents' socio-economic status, students'
academic achievement and levels of career maturity as variables.
Career maturity was measured by scores on the Attitude Scale of the
Career Maturity Inventory (Crites, 1973). A statistical analysis of
data gathered for the profiles of congruence provided background in-
formation on the students selected for interviewing.
The sixteen students, male and female, were selected randomly,
contacted and interviewed by the investigator. The in-depth inter-
view explored youth's perceptions of the effect being black had on
their career decisions. Perceptions of opportunities in selected
fields, role models and information about people barred from careers
because of color were elicited.
Four modal patterns of response were identified respondents:
1. Clearly acknowledged awareness of discrimination and the
influence of the awareness in the career decision-making
process;
2. Clearly acknowledged awareness of discrimination but denied
the influence of the awareness in career decision-making;
3. Clearly denied awareness of discrimination and denied the
influence of the awareness in career decision-making;
4. Clearly denied awareness of discrimination but acknow-
ledged being influenced by an awareness in career decision-
making .
Vll
Fifteen of the 16 seniors expressed the view that they were
aware of discrimination but not influenced by this awareness in their
career decision-making. The researcher concluded that the respondents
overtly denied being influenced by awareness of discrimination but
revealed by their career decision-making that they were both aware
of and circumscribed by discrimination.
vm
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CHAPTER I
Introduction
Background
Changes in the nature and availability of work have made
choosing and entering a career difficult for young people in all
social, economic, and ethnic groups. For black youth who grow up "on
the margin of a dominant white culture," (Mosby, 1972, p. 125) the
process of career choice is complicated by racial discrimination.
Shifts from farm to nonfarm production and from production of
goods to production of services (U. S. Department of Labor, 1971)
accomplished against a backdrop of unprecedented technological
advances, created a highly complex world of work which altered youth'
opportunities to learn about and choose life careers. As workers
left farm and home for employment in factories and offices,
opportunities for first-hand role-defining experiences with work
during the formative years of youth were severely limited.
Moreover, as Asch (1974) points out,
The development and maintenance of a high standard of
living in the industrial society has demanded
increasingly efficient utilization of both human and
educational and training alternatives and the establish-
ment of a series of prerequisite skills, knowledge,
abilities and characteristics. This in turn has compli-
cated the career choice problem by essentially forcing the
individual to make a series of choices over time, many of
which may be seen by the society or the individual as more
or less irreversible, (p. 1)
2A dismal employment picture further complicates the process for
black youth by robbing them of role models and exploratory work
experience. The Special Task Force to the Secretary of Health,
Education, and Welfare (1973) reported that:
Minority workers and their families are serious casualties
of the work system in our society. One out of three
minority workers is unemployed, irregularly employed, or
has given up looking for a job. Another third of minority
workers do have j obs.- -full -time
,
year-round jobs--but these
are mainly laboring jobs and jobs in the service trades
which often pay less than a living wage. (p. 51)
That this serious under-representation of blacks at al] levels
of the occupational structure has its root causes in discrimination
has been acknowledged by many researchers. Among them are Crain and
Weisman (1972) who, citing disparities in the incomes of blacks and
whites, concluded that much of this income discrepancy may be
attributed to job discrimination. Also, Erbe (1975) found that
"differences in level of schooling or test achievement failed to
explain the under-representation of nonwhites in managerial, sales,
and skilled manual occupations." (p. 166)
Despite economic, social, and political factors affecting
awareness of and access to careers on the part of all youth and,
especially, black youth, choosing a career remains an important
developmental task for young people. According to Havighurst (1964)
A developmental task is one which arises at or about
a certain period in the life of the individual,
successful achievement of which leads to his happiness
and to success with later tasks, (p. 48)
3The sequence of developmental tasks that lead to career maturity are
defined by Havighurst within a set of four central stages of a life-
long process. These four stages embrace:
1. Identification with a worker (ages 5 to 10)
2. Acquiring the basic habits of industry (ages 10 to 15)
3. Acquiring identity as a worker in the occupational
structure (ages 15 to 25)
4. Becoming a productive person (ages 25 to 40)
Blocher (1966) in his table of "Principle Developmental Tasks
and Coping Behaviors by Life Stages" identifies initiative and
industry as two key developmental tasks to be mastered in the process
of developing identity in peer roles, heterosexual roles, and
productive-worker roles.
Establishing a career identity is viewed by self-theorists as
an important function in the development of a positive self-concept,
defined as "what one believes one’s self to be." (Sarbin, 1954,
p. 244) The individual's self-concept, according to Mead (1934), is
shaped by an individual's perceptions of the perceptions of
"significant others." "Significant others" includes immediate family
members, members of associational groups, and the larger society.
Poussaint (1974) maintains that the self-concept is
influenced not only by past and current inputs from "significant
others" but also by a child's future projection of himself. He
states: "It is determined by 'what can I be' as well as 'v;hat I
am
now.'" (p. 58) Likewise, Singer (1974) postulated a
"future-focused
4role image" as essential to growth"
Goals and strivings are linked to role-images, which in
turn are the composite expressions of aspirations and
occupations, educational objectives and social relations
undergoing rapid change. Without the self-inage that
links our present behavior to our future, ail human
activities would be merely responses to immediate
stimuli. (p. 23)
In summary, choosing and embarking on a career are important
developmental tasks in the lives of individuals. A present positive
view of one's self requires the development of a positive future self-
image. The development of a career identity takes place in an
environment of "significant others" whose concept of the individual
influences the individual's self-concept.
That the environment of "significant others" of black youth is
characterized by discrimination has been confirmed by the Kerner
Report of the National Advisory Commission on Civil Disorders (1968)
and other studies. Illustrative of research which documented
awareness of discrimination is that reported by Crain and Weisman
(1972) in which 30 percent of 1,651 minority respondents claimed to
*This researcher has chosen to use the term "discrimination"
which refers to overt acts that place a particular group and its
members at a disadvantage. The term "racism" is used in the report
of the National Advisory Commission on Civil Disorders and other
works. (Knowles and Prewitt, 1969) Racism is defined by Goldschmid
(1973) as any individual or collective act which denies blacks access
to positive identity factors in American society. (p. 118) Racism
includes the attitudinal component, prejudice, and the behavioral
component, discrimination.
5have been denied a job because of their race and 23 percent could
name an employer who they thought did not hire blacks. The study,
requested by the United States Civil Rights Commission, was conducted
by the National Opinion Research Center. In another study, Gould
Cl 976) included awareness of discrimination as one of several socio-
cultural factors that influence career choice.
Landmark studies of .children 's racial attitudes resulted in
findings that children in nursery school are able to correctly
identify race. The Clarks (1947) found that black nursery school
children preferred white dolls instead of black dolls. From these'
findings, researchers extrapolated self-hatred and self-rejection.
The conclusion drawn by the researchers is that individuals
internalize the injustice of racial discrimination and impute to
themselves feelings of unworthiness and self-hatred. However, it
might be inferred, especially by those interested in preserving a
superiority-inferiority relationship of blacks and whites, that what
is internalized is an awareness of an innate inferiority rather than
an awareness of an externally-imposed inferior status. That the white
society perceives the cause of low status of blacks to lie mainly
within blacks themselves rather than in the external constraints
imposed by the prejudice of white Americans is the thesis of a paper
by Howard Schuman in Sociological Racism (Trans -Action , 1969)
.
Schuman concluded:
This internal factor is seen as a matter of motivation
or will, not as one of capacity or ability. . . . The
average white American simply has no conceptions of
how heavily public institutions, values and actions press
6down upon black Americans to convince them that no
matter how great their efforts, they will not be
rewarded in American society. (p. 44)
The reluctance of white America to acknowledge discrimination
as a variable influencing individual development is illustrated by a
passage in Career Exploration and Planning (Shertzer, 1973). The
title of one of the sections of the book is "Factors and Forces that
Shape the Individual." (pp. 62-76) Under the heading of
"Biological Factors that Influence Us to Be What We Are," Shertzer
lists
:
1 . Race
2 . Sex
3. Rate of growth and development
4. Ability
5. Proneness to certain characteristics.
Under the heading "Environmental Factors," he includes:
1. Social class
2. Family
5. Economic factors
4 . Companions and the community
5. Sex roles.
7In explaining "sex roles," the author states:
Every culture has its own social structure. That is,
it assigns people to different ranks and expects those in
certain ranks to do one kind of work and others to do
other kinds. It has certain expectations for men and
others for women. For example, young men in nearly all
societies are expected to be soldiers in time of danger.
These expectations for males and for females do much to
influence the kind of person each of us becomes. Many
believe these expectations are the only cause of many of
the differences between men and women, (p. 73)
The fact that changes in our society in the few years since the
publication of Career Exploration and Planning have rendered obsolete
the author's illustration of different work expectations should not
obscure his basic premise that the expectations the society has for
the different sexes influence the kinds of persons individuals become.
What is noticeably missing in his discussion of environmental factors
is the relevant distinction between race and race roles
,
the latter
defined as society's expectations of individuals based on membership
in a racial group.
Shertzer, unlike Jensen (1969), is careful to discount genetic
differences between races. He states:
According to specialists in race psychology, it is very
hard to prove the superiority of any one race . . . The
factors which define true superiority are not clear-cut,
and within each race there is great variability . . .
The Caucasian or white race is not actually white, but
relative to other races it is light colored.
There is no justification for speaking of Negroes as
'the colored race' since all races are more or less
colored ... (p. 64)
8Shertzer's approach to eliminating what he describes as "hideous
action
. . . conducted in the name of false concepts of race" is not
to acknowledge the dominant ethnic group's responsibility for
discriminatory race roles but to "banish the evil by doing away with
the concept of race." (p. 63)
The current study of awareness of discrimination has its genesis
in the writer's information and belief that the attention of the
total society, black and white, must be focused on external environ-
mental factors which define race roles and influence development of
black youth. The extent to which awareness of one of these factors,
racial discrimination, has an impact upon a major developmental task,
the formation of a career identity, is the subject of this
exploratory inquiry.
Statement of Purpose
The purpose of this study is to explore the relationship between
the awareness of discrimination and career decision-making in black
youth. Career development is the key concept; it is within the
context of career development theory that the functioning of awareness
of discrimination as a negative or positive influencing factor is
examined. Specifically, the major research question to which this
study addresses itself is:
To what extent is awareness of discrimination an
influencing factor in the career decision-making of
black youth?
9If it is an influencing factor, is its impact positive or negative?
For example, does awareness of discrimination provide an extra
measure of motivation, challenge, or determination to reach a goal?
Or does it, as an unknown source is quoted as saying, stifle
ambition in the embryo?” Does its impact lie somewhere in between?
Theoretical Considerations
The theoretical framework for the study is found in the inter-
facing of self and career development theory with awareness of
discrimination. The design is constructed on three closely related
themes
:
1. The development of a career identity is inextricably
bound up with the development of a self-identity;
2. The development of self and career identity takes
place in a social, economic, and political environment;
3. Discrimination is an environmental factor the awareness of
which may be an influencing factor in the career decision-
making of black youth.
Self-Development . The basic premise of self-theorists is that
the self evolves through an individual’s interaction with and reaction
to other members of society. Mead (1934) conceptualized the
’’generalized other” which Rousseve (1966) expanded upon:
The individual's conceptions of himself are a direct
outgrowth of the interactions and vicissitudes of his
total personal experiences in a social-cultural context.
Accordingly, these personal experiences comprehend in
10
their scope both the facts or phenomena which the
individual observes, explores, or meets in his daily life,
and those things which are transmitted to him by word of
mouth or which he derives from books. Opinions current
in the society in which he lives, historical facts and
theories, conclusions based upon the authority of his
teachers, customs, the mass media--all go to form the
’warf and woof' of his personal experiences, (pp. 259-260)
Cooley (1956) proposed that the self, as a reflection of the social
process, is a "looking glass" in which the self-concept is mirrored.
He described the individual's self-concept as made up of "the
imagination of our appearance to the other person, the imagination of
his judgment of that appearance, and some sort of self-feeling, such
as pride or mortification." (p. 184) Mowrer (1950) associated role
expectation and identification with the formulation of the self-
concept. He stated that as the individual takes a role in his daily
life, assumes fantasy roles, identifies with role models, and
strives to emulate idealized persons, some of these roles are
internalized as self-percepts. Thus concepts of the self are
developed
.
Career Development. In an effort to understand the process by
which career self-images are formed, psychologists and sociologists
have proposed "theories of career development." Osipow (1973)
classifies these theories into four distinct approaches to thinking
about career development:
1 . Trait and factor
2. Sociology and career choice
4
3. Personality
4. Self-concept
11
These various theories are interrelated and in many instances draw upon
one another in empirical research and guidance practice. It must be
pointed out, however, that the limitations of these theories are
recognized. Osipow (1973) points out that career development theories
"are not full-blown theories but rather are theory fragments which at-
tempt to integrate and systematize a portion of human behavior with
respect to a specific human problem." (p. xii) Another criticism of
theory in career development is that it grew out of research "on those
at the top of the socio-economic scale." (McArdle, 1972, p. 3) Generali-
zations to lower socio-economic groups has therefore been questioned.
(Smith, 1975, p. 53) The limitations notwithstanding, capsule descrip-
tions, of the major approaches are presented as an important contribution
to the theoretical formulation of this study.
The trait-factor theory, articulated by Parsons (1908) and
described by Osipow as the oldest theoretical approach, assumes that an
individual's abilities and interests can be matched with vocational
opportunities. The logic of trait and factor approaches, according to
Herr (1972)
,
"is reflected in the assumptions that individual differences
can be observed and classified in terms of certain variables." Vocations
can also be classified, and "thus the individual can be matched to the
right vocation." (p. 70)
The sociological theorists maintain that circumstances beyond the
control of the individual contribute significantly to the career choices
12
a person makes. In discussing this approach, Herr says:
The conditions of poverty produce a distinctive milieu that
conditions the social responses, the educational attainment,
the vocational ambition, and the general level of intellectual
competence of many of those raised within its stifling
precincts. (p. 71)
The personality theorists maintain that career choices repre-
sent an extension of personality and an attempt to implement broad
behavioral styles in the context of one's life's work. Roe (1956)
classified occupations by group and level to explain how individuals
select occupations on the basis of needs. Holland (1973) elaborated
on the idea that a person's career choice can be explained by the
interaction of his personality and his environment.
The self-concept theorists' approach has been articulated by
Ginzberg and associates (1951), Super (1957), Tiedeman and O'Hara (1963)
and others. Osipow summarizes this approach as follows:
The approach holds as its central theses that (1) indivi-
duals develop more clearly defined self-concepts as they
grow older.
.
. (2) people develop images of the occupation-
al world which they compare with their self-image in trying
to make career decisions; and (3) the adequacy of the
eventual career decision is based on the similarity between
an individual's self-concept and the vocational concept of
the career he eventually chooses. (p. 10)
Tiedeman and O'Hara view career development as a function of the
developing self becoming increasingly differentiated and compre-
hensive. The self is seen as an entity that is always either
13
expanding or contracting and for whom crucial decisions occur at
points of discontinuity with the past.
Super (195 7, I960, 1963) proposed the concept of career
maturity which he defined Min terms of the congruence between an
individual's vocational behavior and the expected vocational behavior
at that age." He postulated that the closer the correspondence
between the two, the greater the individual's vocational maturity.
Crites (197.5) undertook the task of developing an objective,
standardized measure "of attitudes and competencies that are critical
in realistic career decision-making." (p. 3)
Recent efforts at theory-building have led to social learning
theory which, its advocates (Mitchell et al
,
1975) claim, provides a
framework for the synthesis of existing theories and research in
career decision-making. Social learning theorists hold that at each
decision-point the decider has one or more response or decision
options. Internal (personal) and external (environmental) influencers
(constraints or facilitators) shape the nature and number of these
options and the way in which individuals respond to them.
Awareness of Discrimination. This researcher defines "awareness
of discrimination" as a social psychological phenomena in which the
individual knows about discrimination. "Knowing about" involves
cognitive recognition of ways in which discrimination functions in
our society and of actual or potential effects on those who are
discriminated against. For the purposes of this study, "knowing
14
about" discrimination implies knowing whether it blocks individuals
from entering or progressing in chosen careers.
According to Berman (1973)
,
the verb "to know" is action-
oriented. "Whether the base is used in a verb form (knowing) or noun-
form (knowledge)
,
the word denotes such transactional concepts as
apprehending 'immediately with the mind or senses.'" (Webster, p. 81)
Berman distinguishes between established and personal knowledge and
quotes Thelen (1963)
:
This (established knowledge) is what is in the book,
the sacred text, the entombed wisdom of the ages, the
funded capital of human experience. The second is
personal knowledge. This is what a person knows in a
situation--regardless of whether somebody else wrote it
in a book. Personal knowledge may or may not be
opinionated, warranted, valid, or true. But it is the
knowledge with which one operates ... (p. 27)
Knowledge is also categorized as public or private. Berman says that
public knowledge is widely shared and communicated. Private knowledge
is internalized.
The influence of private, personal knowledge of discrimination
in the career decision-making of 1 , tck youth is the subject matter
of this dissertation.
S ignificance of the Study
The significance of this study will be discussed under three
major headings:
1. The need for systematic study of the ways black youth
make career decisions.
15
2. The need for research into the ways black youth
traverse the passageways from adolescence to
adulthood in America.
3. The need for more descriptive, qualitative research
about black youth in which the interview is used as
a method of data collection.
Helping young people make career decisions has been a major
responsibility of guidance in educational settings. In fact,
guidance received its impetus from Parsons (1908) whose work in
Boston was an attempt to help young people newly arriving in the
city to find work. Recent proposals and action have brought about
an expansion of career development activities from the domain of
guidance to the larger area of general education. The decade of
i
the seventies witnessed a union of career development and
vocational education, resulting in a heavily subsidized, federally
sponsored program of career education. Its chief proponent, former
United States Commissioner of Education Sidney Marland (1971) in
discussing career education, urged that "a universal goal of
American education, starting now, be this: that every young person
completing our school program at Grade 12 be ready to enter higher
education or to enter useful and rewarding employment." (p. 35)
Marland called for an end to the use of the term "vocational
education" and the adoption of the term "career education.
Herr (1972) , in support of career education
16
proposed that career development theory become the organizing theme
around which an entire system of education would be organized. He
maintained that through the use of age-appropriate curricular
materials, exploratory experiences, and work-study programs, the young
might receive a general education and prepare for meaningful life
careers at the same time.
This high priority program has its theoretical base in career
development, the formative research for which dealt exclusively with
middle and upper class children, college students, and well-educated
adults. (McArdle, 1974) Though the promotors of career education
claim it is a program for every student, in its implementation it
intervenes witli greater frequency and impact in the lives of minority
and poor white students who make up the public school population.
Green (1975) observed that "The students in the proposed (career
education) programs are likely to belong to families who have long
been at the mercy of economic conditions scarcely understood."
(p. 26)
The current study of awareness of discrimination in career
decision-making, focusing as it does on black youth, will provide
insight into the ways members of this sizeable segment of the school
population define career choices. The study grows out of an interest
in career development in black youth developed while the investigator
was serving as a guidance counselor in an urban high school. In
the
I960 ' s the enrollment of all black students ranged from 1,600
to
2,000 in grades 9 through 12. The researcher's counseling
caseload of
17
approximately 400 twelfth graders each year included many students who
exhibited fairly to firmly well-developed career goals, primarily the
traditional ones of medicine, law, social work, and teaching.
However, some students reached the twelfth grade with limited concepts
of themselves in careers. Many in this latter group had made
practically irreversible decisions (for example, to enroll in general
rather than academic cours.es or to limit the number of mathematics
courses taken)
. They were caught in the dilemma of having only a few
entry-level jobs open to them and of being unprepared for entrance
into skilled jobs or postsecondary educational programs, the avenue in
America to a wider range of career options.
Questions which became the prelude to this study were generated
out of a concern for these students. What were the most powerful
influences affecting black students' perceptions of the world of work?
How was career development related to self-development? How did the
presence or absence of employed black adult models affect their career
planning? What environmental factors influenced their career
decision-making? Was discrimination perceived as an influencing
factor?
The current study was designed to provide preliminary answers
to these questions but more importantly, to provide a base of
empirical observations of career decision-making in black youth for
the formulation of testable propositions for further investigation.
This study will not only expand our understanding or
the
decision-making process as engaged in by black youth, but in a
modest
18
way will contribute to our knowledge of the ways black youth grow to
adulthood in America. Scott and McHenry (1977) point out that:
According to recent Census data, the Black adolescent
population represents a higher proportion (23%) of
the total Black population, than do White adolescents
of the total White population (20%) . The Black
population is generally younger than the White population.
The median ages of Black males and females are 21.3 and
23.7 years respectively, while the median ages of White
males and females are 27.8 and 30.6 years respectively
(Bureau of the Census, 1973).
Population projections for 1985 seem to indicate
that the adolescent population within the Black
American community will continue to represent a large
portion of the total Black population (Census, 1975).
Despite this fact, family life research and educational
programs that deal with the Black adolescent population
are few in number. (p. 47)
Black adolescents are practically 100 percent excluded in landmark
studies of the growing up process in America (Hollingshead,
Elmtown's Youth
,
1975; Coleman, Adolescent Society
,
1961; Goodman,
Growing Up Absurd
,
1959, and others). Notable exceptions are the
sensitive reports of Robert Coles (1967) in which he describes the
courage and fear of black youth in the face of hostility associated
with school desegregation, and the in-depth study of Harlem youth
conducted by Harlem Youth Opportunities, Unlimited, and reported in
Youth in the Ghetto: A Study of the Consequences of Powerlessness
(1964). The works of Deutsch (1967), Ausebel and Ausebel (1963),
Gordon and Wilkerson (1966)
,
and Fantini and Weinstein (1968) provide
insight into the ego development and adaptive processes of black
youth.
Black sociologists and psychologists recognize the need to
focus on the inequities in the environment of black youth and to study
19
the ways black people cope with the negative influences in the
society. Scott (1973) recommends that the first of the methodological
aims of black researchers should be ”to perceive, record, and theorize
about the external world from the viewpoint of Black people. ..."
(p. 308) Barnes (1972) sees a need for a "study of the processes by
which white racism is absorbed, deflected, denied, combatted,
succumbed to, and overcome by particular black families and
individuals. (p. 179)
This study adds to our knowledge of black youth in the process
of growing up, with an emphasis on their adaptive rather than reactive
responses to discrimination. Such a study is essential to a broadened
conception of the way all children grow to adulthood in our society.
In tapping the career decision-making experiences of black
youth, the investigator has relied on a qualitative data gathering
technique, the unstructured interview. A search of the literature
revealed no study of black youth in which the process of exploration,
crystallization, choice and clarification of career (Tiedeman and
O'Hara, 1963) was described in the individuals' own words. It is
recognized that this methodology presents difficulties in
quantification and analysis, and that quantifiable data offers certain
benefits. However, the advantages of a qualitative approach have been
noted by several researchers in social relations. Selltix, Jahoda,
Deutch, and Cook (1951) state:
The flexibility of the unstructured or partially
structured interview, if properly used, helps to bring
out the affective and value-laden aspects of the
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subject's responses and to determine the personal
significance of his attitudes
. Not only does it permit
the subject's definition of the interviewing situation
to receive full and detailed expression; it should also
elicit the personal and social contexts of beliefs and
feelings. This type of interview achieves its purpose
to the extent that the subject's responses are
spontaneous rather than forced, are highly specific and
concrete rather than diffuse and general, are self-
revealing and personal rather than superficial.
(p. 263)
Brant (1972) observes that the interview, along with the
questionnaire, has been the primary tool for tapping human thoughts
and feelings.
The power of the interview as a technique for delving beneath
the surface of human response has been demonstrated by Terkel
(Working , 1974) , and Sennett and Cobb (The Hidden Injuries of Class ,
1972). In the current study, the interviewees' own words provide
salient insight into their efforts to decide upon, prepare for, and
enter a career field.
In summary, this study is significant because it meets a need
for systematic study of the ways black youth make career decisions,
contributes to the knowledge of the unique ways black youth grow to
adulthood in American society, and provides substantiation of the
validity of the interview as a viable research technique in studies
of black youth.
Delimitations of the Study
Several limitations which are inherent in the design and conduct
of this study are called to the reader's attention.
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For purposes of thoroughness and manageability, the size of the
interview population was kept small. The Basic Survey Group
consisted of 228 students, all black high school seniors in a single
school. From this population, the Interview Group of 16 respondents
was selected. Because of the small size of the interview sample and
the fact that respondents attended a single public high school in a
single city, the findings of this study can only be generalized with
caution to youth in other localities in the country and in other
types of school settings.
Moreover, the study relies on self-reports of perceptions of
awareness of discrimination. No instruments were employed to
measure this awareness. Furthermore, no objective measure was
attempted of the difficulty respondents experienced in differentiating
between discrimination based on race and discrimination based on other
factors such as social class which has as an immediate determinant
economics rather than race, limitations imposed by the pyramidal
structure of occupations in America on the number who can "reach the
top," or the absence of skills in particular areas.
The probability that a subconscious bias on the part of the
researcher, a black person who grew up in a southern city and
experienced in the era preceding the civil rights struggles of the
1960's the physical restraints of legal discrimination, might distort
students' responses was countered by the use of impartial judges,
one black and one white, who listened to the tapes and made
determinations about the response modalities of the subjects in the
study.
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Further discussion of the limitations of this study will be
provided in Chapter V.
Plan and Content of Thesis
In this chapter, the investigator presented background
information deemed pertinent to the study of awareness of
discrimination in the career decision-making of black youth. A
discussion of the importance of career development in self-develop-
ment, a statement of the purpose of the study, theoretical
considerations which form a framework for the study, and the
significance and delimitations of the study have been included in
Chapter I.
In Chapter II, a review of selected literature will be
presented.
In Chapter III, a description of the methodology used in the
study will be provided. Techniques for selecting interview
respondents and for conducting and coding the interviews are described
in the chapter.
A report of the interviews and a summary of the response
modalities of the 16 seniors interviewed by the investigator are
presented in Chapter IV, preceded by a statistical analysis of data
descriptive of the Basic Survey Group of 228 respondents from
which
the interviewees were selected.
In Chapter V, the reader will find a summary of the
findings of
the study, recommendations for career development
in guidance, and
recommendations for future research.
23
Included in the Appendix are the Information Survey Form, the
Interview Tally Form, and the Awareness of Discrimination Response
Modality Form. In addition, copies of two letters are included, one
explaining the study and inviting the participation of the 16 high
school seniors selected for the interviews, and the other expressing
the researcher's gratitude for their participation.
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CHAPTER II
Selected Review of the Literature
In Chapter I, career decision-making was presented as an impor-
tant function of self-development. Establishing a career identity was
seen as a developmental task of youth which takes place in a social,
economic and political environment. The focus of this inquiry was
described to be the extent to which black youth perceive discrimina-
tion as an influencing factor in career decision-making.
Theory and research related to the career development process
have been extensively reported in the literature. For comprehensive
i
reviews, the reader is referred to Crites (1969), McArdle (1972),
Mitchell and others (1975), and Osipow (1973).
Since the focus of this study is on awareness of discrimination
as an influencing factor in career decision-making of black youth, the
selected review of literature will be limited to theory and research
in the following areas:
1. The career decision-making process in black youth;
2. Awareness of discrimination in the career choice process.
In addition, reference will be made to several studies which used
qualitative-quantitative methodology in research on career choice.
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The Career Decision-Making Process
In Black Youth
A search of the literature indicates that black youth were
included only minimally in the formative research on the career choice
process. (Osipow, 1973, McArdle, 1972, Crites, 1969) Styles (1969)
acknowledges the fact that "socio-economic levels as determinants of
vocational aspirations and self-concepts are alluded to by numerous
vocational authors" but that "a survey of the literature reveals that
no systematic investigation has been conducted with [the American
Negro]." She terms presentations about black people "highly
impressionistic and generalized." (p. 16) Gould (1976) cites Davis
(1965), Borgen (1970), and Wattley (1971) in her finding that
"studies reporting trends in career choice of Black students are
limited in that they often do not attempt to identify some of the
factors which might influence the career choice process."
Smith (1975)
,
noting an increase in recent years in the number
of studies which have investigated the career aspirations, interests,
choices, attitudes, and values of black adolescents and adults, under-
took a comprehensive review of what proved to be "a disparate body of
knowledge." She found that the literature depicts a vocationally
handicapped person who lacks positive work role models, fails to
manifest a lifetime commitment to a career as a way of life, is
alienated from work, and places a greater priority on job security
than on job fulfillment in an occupation. According to Smith, the
black individual as portrayed in the research tends to have a negative
self-image which fosters identity foreclosure (as opposed to continual
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integration of self). This "average" black person has high
aspirations but low expectations of achieving them, is vocationally
immature, and chooses careers traditionally open to blacks.
Declaring that "the extent to which this profile is accurate or
inaccurate is still open to debate and research verification," Smith
called for delineating the factors that make existing research
"culturally biased, if, in fact, claims are made that it is biased."
In filling the gaps in existing knowledge concerning the career
progress of black people, the variables of race, socioeconomic class,
and family background need to be looked at both separately and
conjointly, she declared.
Smith raised questions about the generalizability of many of the
studies included in the review. For example, she claimed that the
influence of family role models and family stability on the minority
individual's career development has been called into question. Lack
of male role models has not been demonstrated to be the great road
block that investigators have theorized it to be. She cited Moulton
and Stewart (1971) who emphasized that "some upwardly mobile black
males have climbed the occupational ladder in spite of the absence of
their fathers in the nuclear family unit." (p. 43)
Cautioning the reader that much of the research cited in her
review pertained to mainly the lower socioeconomic black population
and not to those who are members of the middle class, Smith concluded
that conflicting hypotheses and results were produced. She urged that
reference group theory be united with vocational theory to close many
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of the gaps that currently exist concerning the psychology of the
black individual's vocational development.
One of the works cited by Smith which provides background
information for the current investigation is that of Hauser (1971).
In a landmark study, Hauser found:
. . . minority adolescents stopped far short of the
white youth in their exploration of their own personal
and vocational identity. While white youth saw themselves
in the process of developing a personal and occupational
identity, Black youth saw themselves as defeated before
they even started. Hence, according to Hauser, the
primary differentiating factor between Black and white
youths' vocational development is a matter of
reinforcement of a positive self-identity and continual
integration rather than foreclosure of that identity, (p. 47)
The research on aspirations and motivation of minority
youngsters when compared with a similar majority age group has
consistently presented conflicting evidence. Rosen (1959)
hypothesized on the basis of commonly-held stereotypes that blacks
would rank low on "achievement motivation." He discovered quite the
opposite; blacks in his sample ranked as high as white Protestants on
measures of achievement motivation. He found that blacks were willing
to "settle for" but not aspire to occupations lower than those
anticipated by other groups.
Holloway and Berreman (1959) studied the educational and
occupational aspirations and plans of black and white male elementary
school students and found that blacks aspired to lower occupational
levels than whites at both middle and lower class SES levels.
When
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educational aspirations were considered, blacks and whites aspired to
similar amounts of education.
The research of Holloway and Berreman sought unsuccessfully to
replicate studies by Stephensen (1957) who surveyed one thousand ninth
graders and found no significant differences between the educational
and occupational aspirations of whites and blacks, "regardless of sex
or occupational status of the father." Stephensen had concluded that
i
white and black youth had similar cultural values related to occupa-
tional aspirations, but that the plans of black students varied with
economic or social obstacles placed in their way.
Katz (1969) was to find later, however, that black students tended
to plan lower than whites. In other words, the minority youth has
lower realistic expectations for his or her future occupation, as com-
pared to the more idealistic aspirations of white youth. That black
children tended to have exaggeratedly high aspirations--so high, in
fact, that they were realistically impossible to live up to. He as-
cribed their failure to dysfunctional internal mechanisms for self-
discouragement .
Gist and Bennett (1964) asked themselves the question: Is there
such a thing as a Negro sub-culture when the focus of attention is
occupational and educational aspirations? They hypothesized that
black youth would express relatively higher mobility aspirations than
white students, as a result of a disadvantaged starting po
sition. They also sought to determine the extent to which
maternal authority exceeded paternal authority as motivators of the
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occupational and educational aspirations of black youth. Their
predictions were that they would find mothers more influential than
fathers, that the occupational and mobility aspirations of Negro
mothers for their children would be higher than that of Negro fathers,
and that "a difference of such magnitude does not occur between white
parents
The data to test these predictions were collected from 873
black and white urban high school students in four schools in
Kansas City, Missouri. The authors summarized their findings as
follows
:
No difference was found between Negro and white
aspirations or plans for occupation or education, per se.
But, Negroes did reveal higher mobility aspirations than
whites, as measured over a revised North-Hatt scale.
Negro girls showed particularly high mobility aspirations.
An extension of the study examined social influences on
educational and occupational aspirations and found
evidence of strong maternal influence among Negroes.
Actual maternal influence was not as strong among whites,
but. both white and Negro groups reported high attempted
maternal influence. The Negroes reported females, in
general, as more influential than males. (p. 40)
In a more recent study, Wilson (1967) demonstrated that when
parents’ occupation and education were held constant, black students'
academic preferences and aspirations were highest when they went to
middle class white schools.
The types of occupations minority individuals select have been
explored by several authors (Brazziel, 1961; Hyte, 1936; Lawrence,
1950) . Brazziel studied the vocational choice of black students
attending Virginia State College and found that a number of students
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chose teaching as a career. Mien questioned about their choice, more
than half of the total group revealed that teaching was their second
choice; slightly less than half stated that they planned to use it as
a stepping stone to another occupation. Smith (1975), in commenting
on Brazziel's work, stated that:
. . . It would appear that Black students were both
aware of race and the restrictions it placed upon
their occupational choices. This was most readily
seen in their adoption of 'second best' but
realizable goals. (p. 51)
Pallone, Rickard, and Hurley (1970) in a study of key influences
of occupational preference among black youth surveyed 161 black and
218 white high school students in grades eleven and twelve, asking
them what they expected to do vocationally and who was the major
influence in their choice. They found that for black males, white
males, and white females, the major influencer was a person who
actually held a job in the chosen field. For black females, mothers
were the most significant influence regarding career; a job holder was
the second most common influence.
Unfortunately, most of the research on the vocational maturity
of black youth has been comparative in nature. As Smith points out,
investigators have been inclined to compare the vocational development
of black youth with their white counterparts. An example is the study
conducted by Maynard and Hansen (1970) who compared 180 white and 180
black students from the inner city with 90 white suburban male
students, using the Vocational Development Inventory as a measure
of
vocational maturity. Significant differences were found
between the
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three groups, with blacks scoring lowest in maturity, white inner-city
youth next, and the white suburban youth the highest. However, these
differences disappeared when controlled for intelligence factors.
Vriend (1969) administered a maturity rating scale entitled the
Vocational Education Survey to 112 college preparatory and 168 inner-
city youth. The survey embraced the following dimensions of
vocational maturity: school achievement, relation between aspiration
and expectation, educational -vocational planning, vocationally-related
self-knowledge
,
general job knowledge, and participation in in-school
and out-of-school activities. The inner-city youth who were enrolled
in a special two-year career development program scored higher than
the college preparatory students, leading Vriend to conclude that
career maturity can be fostered.
Awareness of Discrimination in the
Career Choice Proces s
Turner and Turner (1975) measured individual perceptions of the
difference that sex and race make in the opportunity to enter various
occupations. The study, conducted at the University of Massachusetts,
was predicated on the assumption that perception of discrimination
against blacks and against women have similar dynamics. Three
different theoretical frameworks for deducing hypotheses regarding
differential perception by race and occupational discrimination
were
constructed. To this investigator, the study represents a model
of
research design and is relevant to the current inquiry
topic.
Quotations from the study, therefore, are used rather extensively.
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The authors described as a major aim of their study the testing
of the explanatory power of three theories regarding perception of
discrimination. The first theory that was used to generate hypotheses
was Festinger's (1957) cognitive dissonance theory
,
which suggests, ac-
cording to the Turners, that:
(1) Whites would perceive less occupational discrimination
against blacks than would blacks and much less clearly;
(2) Males would perceive less discrimination against women
than would females.
This theory led to the prediction that whites, in an attempt to
reduce the dissonance between the value that racial discrmination
is unfair and the perception that blacks hold low-prestige jobs,
would tend to perceive significantly less racial discrimination than
would blacks.
Marx’s concept of false consciousness
,
defined as the lack of
awareness of and identification with one's objective interests, pro-
vided the second theoretical framework. The investigators observed
that
:
The objective interests of black people as a class would
clearly be served by the elimination of occupational discrim-
ination against them. . . . False consciousness regarding
occupational discrimination should be quite uncommon among
blacks
.
The hypothesis suggested was that black females, less prone to false
consciousness than white females, would perceive more discrimination
against women that the latter group.
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The third theoretical framework was offered by the concept of
anticipatory socialization
. This theory, developed especially for
the study, was explained as follows:
. . . from early childhood on, black children--but not white fe-
male children--are socialized into the role of "a person who is
discriminated against." ... by late adolescence, most blacks
have been exposed to first-hand and second-hand discriminatory
experiences of many types, and will tend to perceive consider-
able job discrimination even when they have not been employed
and thus have had no opportunity to experience personally this
type of discrimination. Informal childhood socialization for
careers within the primary group, too, will tend to suggest
that blacks are excluded from many occupations because of dis-
crimination, not because a given occupation is inappropriate
for blacks. (pp. 346-348)
The concept of anticipatory socialization led to the prediction
that blacks would perceive significantly more discrimination against
blacks than would whites. The authors further predicted that white
t
females would perceive less discrimination against women than would
black females and males of both races, and there would be no differ-
ence between black females, black males and white males. Among white
females higher parental socio-economic status, conducive to individ-
ualistic attitudes, should be related to perceptions of relatively
little discrimination against women.
The study involved 1,457 white females, 1,429 white males, seventy
black females, and seventy-five black males--all members of the en-
tering freshman class at the University of Massachusetts. A ques-
tionnaire was administered as part of the testing and oriemation
sessions during the summer preceding fall entrance into college.
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An analysis of variance related sex, race and socio-economic
status to total scores of perceived occupational discrimination against
Blacks (BDST) and against women (WDST) . The Turners found that black
students perceived significantly more discrimination against black
people than did whites, and that either sex nor SES differentiated
scores on BDST. Black females and white males perceived significant-
ly more discrimination against women than did white females. Black
females had the highest and white females the lowest IVDST scores.
In an earlier study of career orientation among black and white
college women. Turner and McCaffrey (1974) explored developmental an-
tecedents of career expectation. The study was conducted within the
framework of Rotter's Social Learning Theory, the basic proposition
of which is expressed as follows:
. . .
behavior potential is a function of: (1) freedom of
movement--the expectancy of obtaining positive satisfactions
as a result of behaviors directed toward the occurrence of a
reinforcement; and (2) reinforcement value--the degree of
preference for that reinforcement, (p. 307)
The researchers maintain that behavior potential, freedom of movement,
and reinforcement value are influenced by the individual's perception
of the situation in which they are to occur. "That is," they affirm,
"the psychological situation must be considered in estimating behav-
ior potential ."
Gould (1976) included race in her study of factors black col-
lege students perceive as being influential in their
career choice
decision-making. She also compared the career choice
processes of
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black and white students to determine if there are differences which
might be attributable to social forces.
Gould's study was conducted in the theoretical framework con-
structed by Blau, Parnes, Gustad, Lessor, and Wilcox (1956). Osipow
describes the "complex and comprehensive scheme" developed by Blau
and his associates "to conceptualize occupational choice in the
cultural framework:"
...social structure exerts an influence on vocational
choice through both the role it plays in the personality
development of the individual and in its influence upon
the economic and social conditions that prescribe the
choice. The resulting choice made by the individual is
the consequence of his estimate of the probability of the
attainment of a particular career goal in combination with
his evaluation of the career, (p. 250)
Blau et al ' s conceptual scheme of vocational choice allowed "an
integrative analysis" of variable identified by theorists and re-
searchers as affecting career decision-making. These variables
include situational factors such as occupational information, tech-
nical qualifications, general level of knowledge, social position and
relation, differential family influences, effects of available
financial resources, and environmental factors which include occupa-
tional distribution and rate of labor, policies of relevant organiza-
tions, trends in social mobility, and changes in level and structure
of consumer demand. Later, Blau and Duncan (1967) concluded that
"variables such as race interact with social class membership in ways
that significantly affect occupational membership and attainment." (p. 246 )
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In her study, Gould surveyed black students from a predominant-
ly black southeastern state college and a New England state university
White students were selected only from the New England state univer-
sity. A discriminant analysis was conducted to isolate variables
which discriminated among the three sample groups and to determine
the extent to which the three groups differed. The regression anal-
ysis was applied to point out the relative importance of background
variables in predicting variables concerned with:
1. Perceptions of barriers that limit career choice;
2. Factors which act as incentives in career choice;
3. The benefit of career choice to others;
4. The extent to which different circumstances might have re-
sulted in a different career choice.
Gould reports on her findings as follows:
Background variables which were entered as independent
variables were parent education, parent income, race, class,
hours of college career counseling. Of the fifteen variables
which were analyzed, ten were statistically significant when
evaluated by the overall F, at an .05 level of significance.
(P- 43 ) * * *
While these data indicate that in fact several factors
are perceived significantly different, the discriminant anal-
ysis show that there are differences specifically between the
three (3) groups with a closer similarity existing in re-
sponses between the two Black groups then between either of
the two Black groups and the White group. . . . Further an-
alysis of the data . . . suggest that the two Black groups
responded significantly similar on several variables, among
them being perception of race as a barrier to entering chosen
career and the extent to which chosen career would benefit
one’s own ethnic group. (p. 46)
37
Gould concluded that "considering that both are related to racial
perceptions, it seems that perceptions of career choice reflect aware
ness of social realities in terms of ethnicity." (p. 46)
Picou and Cosby (1972) examined the factors of race, residence,
education, and self-concept to ascertain their effect on occupational
choice and perceived goal blockage. Two samples of high schools in
Louisiana and Texas were interviewed in their sophomore and senior
years. According to the investigators:
Perceived occupational goal -blockage was determined from
a fixed-choice question which asked the respondents to indi-
cate if the following factors would or would not affect the
eventual attainment of their occupational goals: (1) not
enough money to go to technical school or college; (2) the
schools I have gone to; (3) no technical school or college
nearby; (4) don't know enough about opportunities that exist;
(5) lack of good job opportunities in or near my community;
(6) my race; (7) not smart enough, (p • 8)
The investigators termed "rather surprising" the finding that
substantial proportions of the respondents indicated that they thought
their race would have no effect on the eventual attainment of their
occupational goals. It had been expected that the perception of race
as a goal -blockage would rank very high among black students as a re-
sult of what the writers described as "the rather sharp racial dis-
parity found in the deep south."
Qualitative Methodology
Interviews and other qualitative methodology have been employed
frequently in data gathering and analysis in the research on career
development. (Osipow, 1973 and Tiedeman, 1973). Some researchers
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described this methodology as a humanistic methodology since it involves
interaction between investigator and interviewee. Selltix et al (1959)
state that interviews have distinctive advantages over the written
questionnaire. The latter, they point out, may be appropriate only
for subjects with a considerable amount of education.
Even may college graduates have little facility for writing,
and of those who do, few have the patience or motivation to
write as fully as they might speak.
* * *
Another advantage of the interview is its greater flexi-
bility... In an interview there is the possibility of re-
peating or rephrasing questions to make sure that they are
understood or of asking further questions in order to clari-
. fy the meaning of a response, (pp. 241-242)
While the literature demonstrates the fact that interviewing is widely
used, it is acknowledged that this type of research is not without
problems. Pelto (1970), for example, said:
. . .
the answers to open-ended questions may fall into
several different domains of discourse so that comparability
among different respondents is sacrificed. Sometimes, open-
ended questions give respondents the opportunity for evasion
with vague and indefinite answers. (p. 105)
It is this researcher’s opinion that, for the purposes of this investi-
gation, the merits of interviewing outweigh its drawbacks.
Summary
This selective review of literature has been concerned with:
1. The career decision-making process in black youth;
2. Awareness of discrimination in the career choice process; and
3. The use of qualitative methodology in research.
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Studies of the career aspirations, interests and choices of
black youth have led researchers to portray the black individual as
a ’’vocationally handicapped" person who experiences difficulty in de-
veloping a personal and occupational identity. Black students per-
ceived significantly more discrimination against black people than
did whites. However, contrasting findings on race as a perceived
barrier to career choice were reported. Qualitative methodology of
which interviewing is a chief tool was acknowledged to have certain
drawbacks, but its merits were seen as outweighing its shortcomings.
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CHAPTER III
Methodology
In this chapter, the conduct of an inquiry into the influence of
awareness of discrimination in the career decision-making of black
youth is discussed in detail. The techniques used in selecting a
representative sample of the population for the study, the procedures
and instrumentation used in the compilation of data, and the methods
of data analysis are presented.
Phases of the Study
The study was carried out in two phases— I and II. In Phase I,
the research population was identified, the Career Maturity Inventory
and a Personal Data Questionnaire administered, Profiles of
Congruence established, and a sample population for interviewing
selected. Data gathered in this phase were subjected to statistical
analyses to provide a profile of the population from which the
interviewees were drawn. This profile provided quantitative
background information for the qualitative treatment of data gathered
in Phase II interviews.
The development of a Guide to the Interview was followed in
Phase II by two pilot interviews, revision of the Guide to the
Interview, conduct of the interviews, completion of Interview Tally
Forms by the investigator and two independent judges, and an
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determination of the response modalities of the interviewees by the
judges and investigation. A qualitative analysis of the responses
was made by the latter.
Qualitative
-Quantitative Approaches
Qualitative methodology, specifically interviews and a subjec-
tive-humanistic analysis of the interview data, was used in conjunc-
tion with limited quantitative methodology. The latter includes sta-
tistical analysis of the relationship of key variables descriptive of
the basic survey population.
To enhance generalizability of the study, techniques suggested
by Rossiter (1975) for what he termed "quantitative-qualitative
methodology" were employed with some modifications. He describes
these techniques as follows:
The most sophisticated sample techniques can be used to
select subjects, locations for data collection, etc., regard-
less of whether that data will be gathered by interviewing,
participant observation, or whatever.
Field notes can be analyzed by independent judges to see
if different analysts "see" the same things in the data. If
desired, coding systems can be developed and independent judges
can content-analyze the field notes in terms of them and in-
ter-rater reliability can be calculated.
After developing some analysis of field notes, the re-
searcher can return to the field and discuss his analysis of
the notes to his respondents and see if they can concur
with
the analysis.
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Various sources of data (interviewing, coding
interaction, on-going recores) can be cross-checked to
see if they present congruent or contradicting pictures
of what's going on. (pp. 1-2)
Research Population
The basic target population consisted of twelfth grade students
in a high school located in a major southern city. The school system's
enrollment totalled 40,295, of which 31,144, or 71 percent was black
and 9,151 or 29 percent was white. The investigator selected this
school system as the locus of the study because of her experience in it
as teacher, counselor, and administrator. The specific high school was
selected for its accessibility following conferences with the associate
superintendent for pupil personnel services, director of guidance ser-
vices, building coordinator of counseling, and director of research.
Its student population of 1,732 included 1,600 blacks or 92 percent,
and 132 whites, or eight percent.
Three grade levels were considered in planning this study, the
10th, 11th, and 12th. The investigator and school officials recognized
that the lower grade would have been more ideal for the study, since
younger students in that grade were likely to be less affected by the
selective process of school -leaving and, therefore, more representative
of the total population.
Nevertheless, the 12th grade was selected for the study for
several reasons. One was the interest of school officials m
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establishing a comparison group not exposed to career education
programs for evaluation of future efforts. A second was the
availability of data on students’ academic achievement, an important
variable in the study. Grade point averages and rank in class are
computed only for seniors. A third factor in the selection of the
12th grade was the convenience of testing students at the same time
students in other grades were participating in a city-wide testing
program.
Sample Selection
'Three hundred and thirty-three 12th grade students completed the
Attitude Scale and Competence Test of the Career Maturity Inventory
,
a description of which appears in this chapter in the section headed
"Data Collection and Analysis." Only black students, a total of 228,
were grouped into Profiles of Congruence from which 16 interview
respondents were selected. For these 228 students, there was
available a battery of data on their socioeconomic status (SES)
,
academic achievement (AA)
,
and level of career maturity (CM) . Two
indices of SES were utilized, parents’ education (PEd) and parents'
occupation (POc) . How these variables were subdivided into High and
Low groupings is discussed below.
Students (S) with high ratings on each of the variables were
placed in Profile 1. Those who were Low on each variable were placed
in Profile 8. Variations of High and Low appeared in Profiles 2
through 7 of the eight profiles which were originally constructed.
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Figure 1
Profiles of Congruence Using Socio-Economic Status,
Academic Achievement, and Level of Career Maturity
1 2 3 4
HSES HSES HSES HSES
HAA LAA HAA LAA
HCM
. HCM LCM LCM
5 6 7 8
LSES LSES LSES LSES
HAA LAA HAA LAA
HCM HCM LCM LCM
However, to insure greater representativeness in the interview sample, .
the cells or matrices were subdivided. A variation was introduced
into each profile by using the alternate SES index and a contrasting
level. For example, if parents' education was High (HPEd) , Low
parents' occupation (LPOc) was coupled with it. The subdivided
Profiles of Congruence are shown in Figure 2.
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Figure 2
Profiles of Congruence Using Parents’ Education,
Parents' Occupation, Academic Achievement and
Level of Career Maturity
1 2 3 4 5 6 7 8
HPEd HPEd HPEd HPEd HPEd HPEd HPEd HPEd
HPOc LPOc HPOc LPOc HPOc LPOc HPOc LPOc
HAA HAA LAA LAA HAA HAA LAA LAA
HCM HCM HCM HCM LCM LCM LCM LCM
9 10 11 12 13 14 15 16
LPEd LPEd LPEd LPEd ‘ LPEd LPEd LPEd LPEd
LPOc HPOc LPOc HPOc LPOc HPOc LPOc HPOc
HAA HAA LAA LAA HAA HAA LAA LAA.
t
HCM HCM HCM HCM LCM LCM LCM LCM
The variables in the Profiles of Congruence are discussed in the
following section.
Socioeconomic Status . In general, income, occupation, and
education are considered the three most significant components of SES
.
(Herriott and St. John, 1966; United States Bureau of the Census,
1963) To obtain this data, a Personal Information Survey (see
Appendix A) was administered at the beginning of the testing session.
The survey form included a request for parents’ income,
but this
information was deleted from the final data bank because
of its
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incompleteness. Many students did not know their parents' income or
elected not to reveal it.
Scales designed to elicit information about parents' education
and occupation were adapted from those developed by Hollingshcad and
Redlich (1958) . The seven positions on the educational scale reflect
varying levels of educational attainment, as follows: (1) graduate
and professional training, (2) standard college or university
graduation, (3) partial college training, (4) high school graduation,
(5) partial high school, (6) junior high school, and (7) less than
seven years of school.
The seven positions on the occupational scale characterize:
(1) executives and proprietors of large concerns and major
professionals, (2) managers and proprietors of medium-sized businesses
and lesser professionals, (3) administrative personnel of large
concerns, owners of little businesses, clerical, and sales workers,
and technicians, (5) skilled workers, (6) semi-skilled workers, and
(7) unskilled workers.
Responses to the questions about parents' education and parents'
occupation were categorized as High or Low by arbitrarily placing all
l's, 2 ' s
,
and 3's in the High category and all 4's, 5's, 6's and 7's
in the Low category. Single indices of Parents' Education and of
Parents' Occupation were achieved by using the higher ranked level.
For example, if the father had achieved a 3 level of education or
occupation, and the mother a 4, the three was used as the level of
Parents' Education. This procedure is consistent with "resource
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theory" in sociology which maintains that the resources of the higher
level member of the family determine the attitudes of the family.
(Kanmeyer, 1974)
Academic Achievement
.
Rank in class and grade point averages
for all twelfth grade students were obtained from high school offi-
cials. Since rank in class included sequentially the positions of
white students who were not a part of the study, it was decided to
use the grade point average as the indication of academic achieve-
ment. The range of averages was 5.2 to 0.85. All averages from 0.85
to 2.60 were arbitrarily considered Low, and those from 2.7 to 5.2
were classified as High.
Career Maturity
.
The Attitude Scale of the Career Maturity In-
ventory (Crites, 1973) was administered in a two and a half hour test-
ing session to all twelfth graders present on the day of testing. A
total of 313 were tested. Two large cafeteria areas were used for the
testing, with the investigator and a senior counselor on the staff of
the high school administering the inventory. Scores from zero to
thirty were classified as Low, and from thirty-one to 50 as High.
Variables in the Attitude Scale represent central concepts in
career development theory. These concepts were delineated by Crites
as follows:
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1. Involvement in the choice process
2. Orientation towards work
3. Independence in decision-making
4. Preference for vocational choice factors
5. Conceptions of the choice process (Crites, 1969, p. 204)
The Attitude Scale was designed "to elicit the attitudinal or
dispositional response tendencies in vocational maturity which are
non-intellective in nature, but which may mediate both choice be-
haviors and choice aptitudes." (Crites, 1965, p. 7)
In constructing the test, Crites wrote items which described
various concepts of the vocational choice process, feelings about
making career decisions, work values, etc., and then the relationships
of the items to age and grade, as the criterion variables, were
determined. If the items were monotonically associated with age and
grade, thus indicating that they followed prototypic trends of develop-
ment, they were accepted for inclusion in the Attitude Scale. (Crites,
1965, p. 32)
The Competence Test of the Career Maturity Inventory was also
administered during the testing period although only scores on the
Attitude Scale were used as measures of career maturity. The Competence
Test is concerned with knowledge about occupations and the decisions
involved in choosing a career. The test includes five subtests of 20
items each with titles such as "Knowing Yourself" and "Looking Ahead."
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Data Collection and Analysis
Phase if ~ "
The plan to interview a small sample of the 228 12th graders had
its genesis in the investigator's desire to go beyond factual data
that could be obtained in written questionnaires. It was hypothesized
that the subject of discrimination would be surrounded by considerable
affect which an interviewer, in a one-to-one session with a student
and with sensitivity to feelings, nonverbal cues, and body language,
would more effectively tap.
A Guide for the Interview was designed to be followed in a
general way rather than a highly structured manner. (See Appendix B)
The interviewer asked each question on the Guide but was free to
pursue some questions in more depth. Interviewees were also free to
interject comments which may not have been in direct response to a
question. In this manner, a highly structured format was avoided and
a warm, responsive relationship between interviewer and interviewee
was facilitated.
Early drafts of the Guide to the Interview were reviewed by
members of the dissertation committee at the University of
Massachusetts. The Guide to the Interview was tested by two
counselors, one black and one white, in the school in which the
research project was centered. Two subjects were chosen for the test
interviews from the Basic Survey Group. These two students were not
among the 16 chosen randomly to be interviewed for the study.
Following the test interviews, minor revisions were made in the
Guide to the Interview.
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Interviews
Two of the sixteen interviews were held in the homes of the re-
spondents--two in the office of the school's twelfth-grade counselor
and twelve in the office of the researcher. All of the interviews
were audio-taped with permission of the interviewees. Fifteen of the
sixteen interviews were conducted in periods of time ranging from forty-
five minutes to one hour. One required three sessions totalling three
hours. All of the student interviewees were paid for their time at
the rate of three dollars per hour or any fraction thereof. A copy
of the two letters sent to interviewees--the first requesting parti-
cipation and the second expressing gratitude for the participation are
included in Appendix C and Appendix D.
Based on a codification system generated by Banaka (1971) for
the analysis of the "manifest" and "process" content of the interview,
an Interview Tally Form was devised (see Appendix E) . The independent
judges, colleagues at Virginia Union University, listened to the tapes
and completed the Interview Tally Form and an Awareness of Discrimina -
tion Response Modality Form (see Appendix F)
.
Each of the judges listened to eight or one-half the total number
of tapes. The researcher listened to all sixteen. Rater reliability
was established for three key questions on the Interview Tally Form by
a test in which the number of agreements between the two raters (A and
the researcher and B and the researcher) was found by taking twice the
number of agreements and dividing that by the total number of decisions
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The three key questions, each of which relates specifically to
awareness of discrimination, are as follows:
Question No
. Question
2*5 When 55 thought about this career, did he or she
think about how being black would affect his or
her entry into that career?
a. Quite a bit
b . Some
c. No, not really
d. Definitely not
2.6 Does perceive choosing a career as more difficult
for a black youth than a white youth?
a. Yes
b. No
c. Not sure
d . Don ’ t know
4.3 Does S believe there are careers closed or barred
to him or her because of color?
a. Yes
b. No
c. Not sure
Inter-rater reliability was one hundred percent.
The two judges and the investigator then listened to the tapes a
second time and completed the Awareness of Discrimination Response
Mo-
dailty Form (see Appendix F). This form required a judgement of the
response modality of each interviewee. The procedure called
for
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listening to the tapes for statements that:
1* Clearly acknowledged awareness of discrimination and the
influence of the awareness in career decision-making;
2. Clearly acknowledged awareness of discrimination but denied
the influence of the awareness in career decision-making;
3. Clearly denied awareness of discrimination and denied the
influence of the awareness in career decision-making;
4. Clearly denied awareness of discrimination but acknowledged
being influenced by an awareness in career decision-making.
Each modal response pattern contained two parts:
1. The respondents’ acknowledgement or denial of awareness of
discrimination; and
2. The acknowledgement or denial of the influence of awareness
of discrimination in the career decision-making process.
"Awareness of discrimination" was defined in Chapter I as "cognitive
recognition of ways in which discrimination functions in our society
and of actual or potential effects on those who are discriminated
against." "Influenced by" in the description of a modal response
pattern was considered to mean "direct action taken as a result of an
awareness of the possible effects of discrimination on the individual's
opportunity to enter in and progress in a chosen career."
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The investigator and the two judges agreed to listen to each
tape in its entirety and to avoid taking the response to a single
question as an indication of the modal response pattern of the
interviewee. Their guidelines also included avoiding being influenced
in their placement of students in the four response patterns by
evidences of what the researcher termed "covert influences of
discrimination." These are influences which were not acknowledged by
the respondents to be a part of their awareness but appeared to the
researcher to be influencing factors in career decisions. For
example, a respondent may have aspired to a career in professional
athletics. His decision not to pursue this career may in part or
whole be the result of awareness of discrimination, but he attributes
it to other factors, denying the influence of the perception of
barred opportunities
.
Following a procedure utilized by Jackson et al (1969), the
reliability of the scoring procedure was assessed by having the two
judges select three statements which supported their evaluation of the
subjects’ response modalities. These statements were exchanged and
the judges asked to indicate if they agreed that the statements
supported the response modality selected. A percentage of agreement
was obtained by comparing the number of statements agreed upon with
the total number of identified statements. For example, if three
separate statements were identified by one of the judges as
indicating a certain response modality, and the other judge agreed
that two of these statements did in fact indicate a certain
response
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pattern, the percentage of agreement for that response modality would
be 66.7. A total of 48 supporting statements were recorded. The
judges agreed that 46 statements supported the response modalities,
for a percentage of agreement of 95.8.
In summary, data analysis included the recording of sixteen
interviews, tallying key data on an Interview Tally Form
,
and
assessing the response modalities of the interviewees regarding
awareness of discrimination. On the basis of this qualitative data,
the researcher drew conclusions regarding the influence of awareness
of discrimination in the career decision-making of black youth.
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CHAPTER IV
Results and Discussion
Introduction
The purpose of this study has been to determine the influence of
awareness of discrimination in the career decision-making process of
black youth.
In Chapter I, the need for more insight into the ways black youth
form concepts of themselves in careers was advanced. Theoretical con-
siderations relating to self-concept, career development and awareness
of discrimination were discussed. Awareness of discrimination was de-
fined as cognitive recognition of actual and potential effects of neg-
ative differential treatment because of race.
In Chapter II, a selected review of the literature was presented,
focussing on pertinent research related to the career choice process
of black youth and to the perception of discrimination in career de-
cision-making, as well as on qualitative research methodology.
In Chapter III, the methodology employed in the study was de-
scribed, and a rationale given for the use of qualitative research
techniques; specifically, the unstructured interview. Also described
were: (1) the process employed in the identification of the Basic
Survey Group from which the Interview Group was selected; and (-) the
Profiles of Congruence used as a tool in the selection process. The
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Guide to the Interview which was followed in the conduct of the taped
interviews and the Response Modality Form used in the coding of
responses were presented.
In this chapter, a profile of the Basic Survey Group identified
in Phase I is presented and the outcomes of Phase II interviews are
reported and discussed. An assessment of the interviewees' response
modalities concludes the chapter.
Statistical Analysis of the
Phase I “
'
Basic Survey Group
Two options for presenting a profile of the Basic Survey Group
were available to the researcher. One was to provide an arithmetic
summary of the data. The other was to place the analysis in a
theoretical framework, statistically relating the variables to a
construct relevant to the topic of this inquiry. The researcher
adopted the latter option, maintaining that this type of analysis
would not only provide substantive background information about the
16 interviewees drawn from the Basic Survey Group but would also
provide a broader platform from which to formulate recommendations for
programmatic efforts of guidance counselors and for further research.
Career maturity was selected as the theoretical framework for the
analysis
.
While the major objective of the analysis was to provide back-
ground information about the 16 interview respondents, two additional
objectives we re established:
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1. To determine if there is a relationship between career
maturity and selected variables which are descriptive of
the 228 students.
2. To identify the most important variables in predicting
students’ performance on a measure of career maturity.
The five hypotheses which were formulated follow:
H^: There is no relationship between career maturity and
sex of respondents.
H2 : There is no relationship between career maturity and
age of respondents.
H3 : There is no relationship between career maturity and
parents’ education.
H4 : Ther e is no relationship between career maturity and
parents’ occupation.
H5 : There is no relationship between career maturity and
academic achievement.
58
Two-way contingency table analyses were utilized to test the
aforementioned hypotheses. Chi-square tests were performed at the
.05 (p = .05) level of significance. A multiple stepwise regression
analysis was utilized to determine whether the variables age, sex,
parents' education and occupation, students' academic achievement, and
subtest scores on the Competence Test of the Career Maturity Inventory
are useful in predicting career maturity. Scores on the Attitude
Scale of the Career Maturity Inventory were the dependent variable.
Results and Discussion
•Sex . The group of 228 students consisted of 97 males and 131
females, representing 42.5 percent and 57.5 percent respectively.
2(See Table 1.) AX test did not indicate any relationship
(p = .05) between sex and career maturity. This finding is consistent
with those reported by Crites (1973) :
Although the possibility of sex differences on the
Attitude Scal e still exists, it appears to apply equally
well to males and females. Similar findings have been
reported by Gribbons and Lohnes (1968, p. 87) who
concluded that: 'Although theoreticians emphasize that
career development differs for girls and boys (e.g.,
Mathews, 1963) and we have noted a degree of people-
oriented versus career-oriented differentiation in our
developed hierarchies, the similarities in our data
outweigh the differences and our boys and girls appear
to be rather alike in their employment of vocational
-
value categories. (pp. 5-6)
& » •
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Table 1
Relationship of Sex and Career Maturity
Count
Row Pet
Col Pet
Tot Pet
Low
Career
Medium
Maturity
High Row
Total
Male 27 60 10 97
27.8 61.9 10.3 42.5
50.0 40.0 41.7
11.8 26.3 4.4
Female 27 90 14 131
20.6 68.7 10.7 57.5
50.0 60.0 58.3
11.8 39.5 6.1
Column 54 150 24 228
Total 23.7 65.8 10.5 100.0
Chi Square = 1.63280 with 2 degrees of freedom
Significance = 0.4420
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Crites is critical of a 1972 study by Herr and Smith with the
Attitude Scale in which significant differences were found between
males and females. The latter were found to be more mature at both
the eighth and tenth grade levels. Crites states:
. . . while the differences were ’highly significant’
because the N's were quite large, the actual differences
between the male and female means at the eighth and
tenth grade levels were small, being 0.99 and 1.09
respectively. Given standard deviations between 4.00
and 5.00, these sex differences are negligible and do
not support Smith and Herr's (1972, p. 181) observation
that 'the weight of evidence in support of sex differences
is growing.' In fact, theirs is the only study in which
significant sex differences on the Attitude Scale total
score (as contrasted with individual items) have been
found. All the other accumulated evidence (Crites, 1971)
confirms that the Attitude Scale is equally applicable
to males and females. (p . 6)
Age. One hundred and ninety- seven, or 86.4 percent of the 228
t
students were 17 and 18 at the time of the survey; 17, or 7.5 percent
were 15 and 16; and 14, or 6.1 percent, were 19 and 20 years of age.
It wo,.' i be reasonable to expect a significant relationship
between the ;es of students in the survey and Attitude Scale scores,
since, as Crites (1974) points out, involved in career maturity is a
concept of time. Crites states:
A sine qua non for any measure of a developmental variable
is that it be related to time. By definition, if a
phenomenon is considered developmental then it must be
demonstrated empirically that it bears a systematic
(nonchange) relationship to some index of time, usually
chronological age or school grade, (p. 200)
However, figures in Table 2 indicate that there is no significant
relationship (p = .05) between ages of students
and career maturity.
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Table 2
Relationship of Age and Career Maturity
Age Count
Row Pet
Col Pet
Tot Pet
Low
Career Maturity
Medium High Row
Total
15 -16 2 12 3
13.3 166.7 20.0 17
3.7 8.0 12.5 7.5
0.9 5.3 1.3
17 -18 45 103 20 197
22.6 66.5 11.0 86.4
• 83.4 88.0 83.3
19.7 57.9 8.8
19 -20 7 6 1 14
43.9 51.6 9.1 6.1
13.0 4.0 4.2
3.0 2.7 0.4
Column 54 150 24 228
Total 23.7 65.8 10.5 100.0
Chi Square = 10.38789 with 10 degrees of freedom
Significance = 0.4071
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Parents* Education
. According to information provided by
students (Table 3) , 168 of them had parents whose education was
either High (had some college, completed college, or earned advanced
degrees), or Medium (completed high school). Only 26.3 identified
their parents as being in the Low category (completed less than the
seventh grade, completed the seventh grade, or attended high school).
A Chi-Square test did not indicate any relationship (p = .05)
between career maturity and parents* education. An interesting
observation is that most (79 percent) of the students with a High
career maturity score came from a family with either a High or
Medium educational background.
63
Table 3
Relationship of Parents’ Education and
Career Maturity
Education Count
Row Pet
Col Pet
Tot Pet
Low
Career Maturity
Medium High Row
Total
High 19 53 8 80
• 23.8 66.3 10.0 35.1
35.2 35.3 33.3
8.3 23.2 3.5
Medium 20 57 11 88
22.7 ‘ 64.8 12.5 38.6
37.0 38. .0 45.8
8.8 25.0 4.8
Low 15 40 5 60
25.0 66.7 8.3 26.3
27.8 26.7 20.8
6.6 17.5 2.2
Column 54 150 24 228
Total 23.7 65.8 10.5 100.0
Chi Square = 0.72229 with 4 degrees of freedom
Significance = 0.9486
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Parents' Occupation
. One hundred and three students, or
45.2 percent (Table 4), had parents whose occupation was High
(professional, executive, or managerial), 31 or 13.6 percent parents'
occupations were in the Medium category (clerical or technical)
,
and
94, or 41.2 percent were Low (skilled, semi-skilled, or unskilled).
A Chi-square test did not indicate any relationship (p = .05)
between career maturity and parents' education. However, 80 percent
of the students with a High Career Maturity score came from families
with either a High or Medium occupational background.
Crites hypothesized that "the socioeconomic circumstances and
lack of cultural stimulation" may account for the depressed
performance of disadvantaged and minority groups on the Attitude
Scale. Without exception, he pointed out, the mean scores for such
groups were less than the means achieved by the standardized group.
The fact that scores of a high percentage of participants in this
study were made by students from High education and occupation
families may reflect the positive influence of what Crites' calls
"intellective and experiential factors."
65
Table 4
Relationship of Parents' Occupation and
Career Maturity
Occupation Count
Row Pet
Col Pet
Tot Pet
Low
Career Maturity
Medium High Row
Total
High 19 68 16 103
18.4 66 .
0
15.5 45.2
35.2 45.3 66.7 .
8.3 29.8 7.0
Medium 7 21 3 31
22.6 67.7 9.7 13.6
13.0 14.0 12.5
3.1 9.2
•1
1.3
Low 28 61 5 94
29.8 64.9 5.3 41.2
51.9 40.7 20.8
12.3 26.8 2.2
Column 54 150 24 228
Total 23.7 65.8 10.5 100.0
Chi Square = 7.61380 with 4 degrees of freedom
Significance = 0.i068
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Academic Achievement
. Grade point averages earned by
respondents ranged from 0.00 to 5.2 (Table 5). Thirty-eight students,
or 16.7 percent, were in the High Category (3.0 to 5.2), 96, or
42.1 percent were classified as Medium (2.0 to 2.9), and 94, or
41.2 percent were in the Low category (0.85 to 1.9).
2A X test did indicate a relationship (p = .05) between career
maturity. Illustrative of this relationship is the fact that only
six students, or 25 percent of students who scored High on the
Attitude Scale scored in the Low Academic Achievement category, and
only five students, or 9.3 percent of those who had High Academic
Achievement scored low on the career maturity measure.
Whether this significant relationship is a function of ability
to read (and, conversely, whether low scores are related to poor
*
reading skills) remain to be determined. It has been established
(Crites, 1965) that the reading difficulty of the Attitude Scale is at
the sixth grade level, using the Dale-Chall (1948) index.
Predictability of Career Maturity Scores . Stepwise multiple
regression analyses were performed on the personal and socioeconomic
data and the five subtests of the Competence Test to determine:
1. Which of these variables are useful in predicting one’s
career maturity score
2. What are the most important variables in predicting an
individual's career maturity score
These variables are ranked in Table 6 in the order in which they contribute
to career maturity scores. The subtest "Knowing Yourself" and academic
achievement are the only two variables which are significant at the
.05
level
.
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Table 5
Relationship of Academic Achievement and
Career Maturity
Academic
Achievement
Count
Row Pet
Col Pet
Tot Pet
Career Maturity
Low Medium High Row
Total
Low 31 57 6 94
33.0 60.6 6.4 41.2
57.4 38.0 25.0 •
13.6 25.0 2.6
Medium 18 67 11 96
• 18.8 69.8 11.5 42.1
33.3 44.7 45.8
7.9 29.4 4.8
High 5 26 7 38
13.2 68.4 18.4 16.7
9.3 17.3 29.2
11.4 3.1
Column 54 150 24 228
Total 23.7 65.8 10.5 100.0
Chi Square = 10.70837 with 4 degrees of freedom
Significance = 0.0300
Summary
of
Stepwise
Multiple
Regression
Analyses
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Report and Discussion of
Phase II Interviews
At the beginning of each interview, the researcher explained
the purpose, assured the interviewee that his or her name would not be
used in connection with the responses, and requested permission to
tape record the answers generated in the session. Efforts to
establish rapport included asking questions about the recent
commencement exercises of the 15 students who graduated and commenting
on an English course which remained to be taken by the single
respondent who did not graduate. Information about summer employment,
fall plans, and career choices were also elicited and is summarized
below as additional background information about the 16 respondents.
Summer Employment. Eleven of the 16 respondents were working at
the time of the interviews, four were looking for jobs, and one had
decided to wait until fall to seek employment. All eight youth in the
High Achievement Category were employed; five of the eight unemployed
were in the Low Academic Achievement category. The eleven who were
working were almost equally divided between male (6) and female (5),
High Parents' Education (5) and Low Parents' Education (6), High
Parents' Occupation (5) and Low Parents' Occupation (6), High Career
Maturity (6) and Low Career Maturity (5) . Only two of the employed
were iv'orking in jobs related to their expressed career interests.
Education or Work Plans . Eight of the 16 respondents, four male
and four female, planned to enter college in the fall. Six,
evenly
divided between males and females, planned to work. One, a
male.
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planned to enter the military. The single respondent who did not
graduate with his class looked forward to completing his English
requirement and entering the Arnjed Services. Three of the six
students who expressed an intention of working in the fall also
entertained vague hopes of entering college.
Career Choices
. The following question was asked of each
respondent: "If you could enter any career you wished, what career
would that be?" The high school seniors were then asked to recall
additional careers to which they had aspired or which they still
considered as second or third career choices. The current preferred
choice plus two other choices which had been or were being seriously
considered were grouped into three categories: professional
-
managerial, secretarial -clerical
,
and skilled trades. Three
<
respondents had no third choices. For a listing of the forty-five
career choices mentioned, see Figure 3.
In Table 6, the forty-five career choices are summarized by
occupational category and by sex, parents’ education and occupation,
and respondents' academic achievement and level of career maturity.
It is of interest that thirty-two of the forty-five career choices
named--thirty-two or seventy-one percent--are in the professional-
managerial category, five or eleven percent fall into the secretarial-
clerical category, and eight or eighteen percent are in the skilled
trades category.
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Profile of
Respondent
1
2
3
4
5
6
7
8
9
10
11
12
13
14
15
16
Figure 3
EXPRESSED CAREER CHOICES OF 16 BLACK HIGH
SCHOOL SENIORS
Current Preferred Secondary or Prior Career
Choices
Accountant
Business executive
Electrician
Lawyer
Psychologist
Jewelry designer
Serviceman
Switchboard
operator
Chemical engineer
Engineer
Teacher
Office receptionist
Athlete
Oceanographer
Serviceman
Electrician
Athlete Banker
Journalist
Athlete
Engineer
Model
Typist, clerk
Teacher
Keypunch
operator
Doctor
Doctor
Musician
Teacher
Airconditioning
repairman
Fireman
Police officer
Fireman
Artist
Teacher
Lawyer
Postal worker
Social worker
Sociologist
Model
Doctor
Athlete
Businessman
Athlete Mechanic
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Table 7
Current and Past Career Choices of
16 High. School Seniors
Respondents
Professional-
Managerial
Occupational Category
Secretarial-
Clerical
Skilled
Trades
Male 19 1 7
Female 13 4 1
HPED 16 4 3
LPED 16 1 5
HPOC 16 2 5
LPOC 16 • 3 3
HAA 18 1 3
LAA 14 4 5
HCM 18 1 • 2
LCM 14 4 6
i
Total Career Choices 32 5 8
In the classification of expressed career choices, the military
has been included under professional -managerial because of the rank
(lieutenant) aspired to by one respondent and the type of work
(supervising men in recreation) desired by another. Professional
athletics have also been included in this category because college is
perceived by the respondents in this study as the route to a career in
major sports. Postal worker is included under secretarial-clerical
although, in the opinion of the researcher, the life styles of postal
workers who are black more nearly match those of middle-income people
in the professional -managerial category.
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Thirteen of the sixteen students made their career choices in
high school following introduction to the field by a class or counselor.
In fact, the decisions in five instances was not "what to be" but "what
course shall I take in high school." McArdle found that school pro-
grams are selected most often in broad college non-college categories.
For one, the career decision was influenced by the answer to the ques-
tion: "What scholarship opportunity will enable me to attend college?"
This student temporarily abandoned her lifelong interest in pursuing a
pre-medical course in college and enrolled in an engineering program
when she received an all -expense-paid scholarship. Her plan is to com-
plete work towards the degree in engineering, work two or three years,
then return to college for prerequisite courses for medical school;
and then enter a medical school.
Four respondents changed their career goals because of difficul-
ties in academic subjects, chief among them mathematics (engineering
to law, law to jewelry design, social work to switchboard operation,
and oceanography to fireman).
Five of the nine males in the study revealed that they considered
professional athletics their preferred career choice as late as the
tenth grade in high school. A sixth abandoned this goal earlier in
high school and remained undecided about a career field through giad
uation. His plan at the time of the study was to enter the military.
The reason given by all six males for abandoning athletics as a
career
was, "I realized that I wasn't good enough."
74
The military was listed as the current first choice of two
respondents. One, described above, was undecided about what career he
would pursue in the military as well as after his return to civilian
life, although supervision of recreation in the military and teaching
and postal work in civilian life were strong possibilities. The other
who expected to enter the military after completing the English
requirement for graduation, aspired to be a lieutenant. He was unsure
about the type of work he or his unit would be engaged in.
The two students who were least "on their way," as McArdle
described a group of students in her study of working class
adolescents, were the two interested in electronics. (The terms
"electronics" and "electricity" were used interchangeably by both
respondents.) Knowledge about entry to the field was limited. Both
saw college as the avenue to a career in electricity, and both saw
themselves as unprepared for college. One had plans to attend a
junior college for two years. "I will review my math and stuff and
then go into electronics and in my junior and senior year will be
taking up electronics" at one of the state colleges.
Both athletes, they had rejected attendance at the Technical
Center, an ultramodern public vocational school. Students who attend
classes in the Center spend half a day at their home high school and
the other half a day at the Center to which transportation is
provided. Engaging in athletics and other extra-curricula high school
activities is difficult, according to the students. In addition, one
reported that:
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My mother didn't want me to go to the Tech Center. When I
was in junior high school, the lady asked me did I want to
go to the Tech Center. I told her no because I knew what
was going to happen. So 1 said no, I was going to stay in
school. I should have went to Tech but then I said no I
shouldn't.
In one way, I wish I did and in one way I'm glad I didn't
because I didn't want to go to Tech. Now not in high
school . . . the counselors asked me why I didn't go to
Tech. Then my mama didn't want me to go either. So I,
didn't.
In summary, the data on career choices reveal that the youth in
this survey are largely interested in professional and managerial
careers. Those interested in vocational areas were least aware of the
avenues to entry into these areas. College was seen as the avenue to
most careers, though college was barred to several students because
of poor high school grades, especially in mathematics. The decision
of what courses to take in high school often shaped the later career
aspiration. The high school was influential in helping students make
career decisions by influencing their choice of specific classes.
Difficulty in Choosing Careers
The youth in this survey provided inconclusive data in response
to the question:
Do you perceive that it is harder for a young black person
to choose (or decide on) a career than for a young white
person?
Six respondents said "yes," six answered "no" and four stated "I don t
know." Among the males, two felt it was more difficult while three
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didn't know. Four of the females answered in the affirmative, two
said "no" while one responded, "I don't know."
One male respondent who said "yes" explained:
I think it would be harder for a black person to decide
on a career than for a white person. A white young person
now, his parents and everything have it made so they are
still pushing him too. But the black child really doesn't
have no one pushing him that much. But he's trying too,
you know. They [white youth] grow up in their father's
footsteps. The father is doing good in the world, while
the black person, his parents might not be a big executive .
or nothing like that, you know.
A female respondent also found choosing a career more difficult
for black youth than for white youth:
Quite honestly, I do think it is harder. Most of the
time, their [white youth] parents are already in a
business. Sorry to say, they [black parents] don't be
heads of corporations. Sorry to say, they have to go out
and search on their own which I think is sort of unfair.
The disadvantage is with the black kid.
A young woman planning to enter college and work towards a
degree in engineering had this to say:
. . . up to now, blacks were geared into certain careers.
They were nurses, or a few of them were businessmen, but
they were geared towards a certain career. So it's kind
of hard for a black kid if they are going to go into
something like, say, engineering which I said is
predominantly white male. It's kind of hard for them
because it's a new field as far as blacks are concerned.
An apologetic note was sounded in the response of another:
I don't mean no harm, but I think, you know, that whites
have more advantages than black people.
A prospective psychology major expressed the opposite view:
"Not really. I feel that we all have the same problems of finding
out what we really want to do."
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Another respondent explained her views after acknowledging that
she didn't know whether it was harder for a young black person to
choose a career than a white person:
I think things are changing a little for the younger
generation. For the older generation things may still
be the same. It may be changing. Blacks and whites
have the same opportunity. It would not be harder if
they have the ability and the right mind to do whatever
they want to do.
Thoughts of Being Black
Variations of the same question were asked in relation to two
time frames in respondents' lives --current and past. The interviewer
re-stated the respondent's first choice of career and then asked:
When you thought about your first choice of career, did
you think about how being black would affect you in
that career?
A second question asked the respondents to review their history
of career choices
:
When you were little and daydreamed about careers, did
the fact of being black enter your dreams?
In response to the first question which focused on the present,
a majority claimed that being black never entered their dreams. Five
replied "no, not really," and four said, "definitely not." Three
stated that they thought about being black "quite a bit" and four
responded "some." Respondents who answered "quite a bit" or "some
saw advantages in being black. The prospective female engineer
78
explained: "I got a scholarship because I am black and because I am
female.”
A young woman planning to ‘enter college in the fall and become
a psychologist had this to say:
Yes, I thought about it, but I also thought that being
black was not a handicap, it's an advantage, and that by
me being a black woman, it's even more of an advantage,
and I would have a better chance maybe.
In response to the question: How do you see being black as an
advantage? She replied:
Because the blacks have been put down for so long and
this gives them the ability or the attitude to strive
to make themselves better.
Another respondent saw changes in society’s attitudes toward blacks:
Right now, in oceanography, being black we have the edge
over any, over white people ’cause like they probably
discriminated against us for so long they just realized
you know, how big a mistake they have made. They
realize we do have intelligence. We do have some sort
of intelligence to assume obligation for oceanography
and any other study of science.
A male who stated he hadn’t thought about being black said:
I don't think there will be any problems of race. I think
now people are really looking to see how good you can do
rather than the color of your skin.
"Being black never crossed my mind,” an aspiring business
executive stated. However, she quickly added that she selected
business as a career over journalism because she would rather "take
the sure thing."
When the interviewees were asked to take a historical view and
tell whether being black had entered their dreams of careers from
the
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time they were very young, 11 claimed being black never entered their
dreams, four said awareness of being black was part of their dreams,
and one said: "I never dreamed about what I wanted to be." Some of
the comments of the respondents follow:
I never thought about being black. That was the way I
was brought up.
I was too small to think about it.
Race didn’t enter my mind when I was small, because I
figured that I am good; that will take me anywhere.
This latter comment was made by a youth who gave up his dreams
of becoming a professional football player. Later in the interview,
he said:
. . . like most of the time when I was looking at the
Green Bay Packers and stuff like that on the TV, they had
a majority of white players on the TV. You didn’t hear
too much about blacks. You saw them on the benches but
you didn't hear too much about them playing quarterback
and running the teams
.
I was thinking about that aspect
of it.
The would-be electrician said being black entered his dreams of
what he would be, then added: "But that made the dream more better.
I'd be the first man to do something different."
One who answered "not really" to the question expressed faith in
the nation's affirmative action and equal opportunity programs:
"... they have to have a certain percentage of blacks."
A young woman who aspires to be a lawyer but finds college out
of reach stated:
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I just never took into consideration anything like
that
. . . even though I hear it every day. It’s just
that nobody has ever approached me in a way, you know,
my color, so I really don’t know about anything like
that, but I have seen it happen to other people.
The determination to succeed despite being black was expressed
by several respondents. One said:
I feel I can't be turned away, you know. I have made up
my mind that I am going to do what has to be done to
become one [a lawyer] and I don’t feel like no one
person can tell me I can’t be one.
One student who said he thought about being black added:
Then I thought I’m not going to let nothing get me down.
It [being black] might give me a hard time then again it
might give me a break. But I doubt it. But then it
might give me a hard time. It’s hard for a black man to
get up in the world. But then, some people don't care
as long as you do the work.
Role Models
Half of the respondents answered "yes" and half answered "no"
to the question:
Do you know any black people in your No. 1 career
choice field?
Those answering "yes" knew a brother, cousin, or the teacher who
introduced him or her to the subject. The female engineering aspirant
met engineers when she visited her college for an orientation session,
but no black engineers were among the guest lecturers. A prospective
lawyer stated that he knew of only one black lawyer in the city.
(There are 23 black lawyers in the community.) "They don’t even
fictionalize black lawyers on TV," he said. Both respondents who
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desired to be electricians claimed they had never seen a black
electrician, a not unexpected response in a community which boasts
fewer than a dozen black members in the 850-member electrical workers
union.
"No's" were more frequent responses to the question:
Do you know any white people in your chosen career field?
Eleven of the 16 responded negatively; five answered in the
affirmative
.
Perceptions of Opportunity in
Selected Careers
A variety of responses were made to the question:
Do you feel that a black person can become any one of
nine selected professional workers or skilled tradesmen?
t
Considerable probing was necessary to uncover attitudes about the
opportunity to enter a certain field rather than the ability to do the
work involved. In several interviews, the question was re-phrased as
follows
:
Is the opportunity to enter this field open to black people?
The careers, which were selected at random, included several
which were highly prestigious and visible in the media. Others were
fields requiring high levels of skills but which have relatively low
status. (Hoi lingshead and Redlich, 1958) Three skilled trades--
carpentry, plumbing, and electricity--fall into this latter category.
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Astronaut
. Thirteen of the 16 youth believed that black people
have the opportunity to become astronauts. When one interviewee was
asked why there had been no black astronauts to date, he responded:
"It's just a coincidence. I don’t think there was any kind of
prejudice." Two, both females, stated that they were "not sure"
whether blacks have the opportunity to become astronauts. One male,
blocked in his own career aspirations because of low math grades,
stated: "They would tell me I had to have a college education."
Television announcer
.
Fourteen respondents, including all nine
of the males, responded "yes" to the question:
Can a black person become a television announcer?
Only two interviewees indicated they were "not sure." "I wouldn’t
have said yes a year or two ago," a male interviewee asserted, "but
today you see many of them." Another said: "I see them dotting in
every now and then."
Airline Pilot. Only one of the 16 responded "I don't know"
when asked:
Can a black person become an airline pilot?
Fifteen responded "yes" with one of them adding: "We have some of
those too." One qualified his "yes" with "You may have to work your
way up; it may be harder." Another asked:
Why not? If the black person is qualified, I don’t think
nothing can stand in your way. I mean, maybe you have to
work your way up. It may be hard.
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Carpenter
. "I've seen plenty of them," was the response of one
interviewee to the question:
Can a black person become a carpenter?
All 16 respondents stated that a black person has the
opportunity to become a carpenter. One student's response was: "I
suppose he could [become a carpenter] . There are not really any
barriers." "People are changing their standards now," was the
explanation a female respondent gave for her "yes" answer.
Local officials of the Carpenters' Union placed the percentage
of black craftsmen in its membership at one third of the approximate
total of 550.
Plumber . Thirteen of the 16 saw no barriers to a black person
becoming a plumber in response to the question:
Can a black person become a plumber?
One of the students who said he was "not sure" explained that he
had not seen any black plumbers. The student who said flatly "No"
added: "Some prejudice might be there." However, based on personal
information, only three black plumbers are currently licensed to ply
this trade in the city in which the survey was conducted. Figures
on the number of black or white plumbers were unavailable from the
local union. That black tradesmen have been forced to practice
outside the framework of union membership and formal apprenticeship
training is noted in the comments of one youth:
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Well, see a long time ago, when I was five or six years
old, a lot of these men were coming up calling themselves
a black plumber. They had sense. They didn't have no
license but my daddy just knew that they knew how to do
it. They attempted training under, you know, like an
apprentice. They had been under a man. They knew
everything. But these were men who had never been to
school
. . .
President of a Large Department Store
. The question was asked
Do you think a black person can become a president of [Name]
Department Store?
Eight interviewees responded "No" while three replied "Not sure."
Only five responded with a "yes." Some of the comments of
interviewees who saw the position closed to blacks were:
Uh, at this time a black could do it, but I don't think
a black would get it at this time.
I'm not too sure of that. Before a white person?
<
White people who work in [Name] Department Store are
prejudiced. If you could be there and see it for yourself,
you would knew.
One respondent gave his reactions to pictures of the store's
presidents from its founding to present:
[Becoming president] would be hard. That would be like
getting in the Klan. That would be just like getting in the
Ku Klux Klan. President of [Name]? That would be just like
a black man walking in a Klan meeting. Because I see how
proud they are to be [Name]. In the downtown store, they
have a picture of every [Name] president from this date to
that date. I used to look at that. I'd say, Boy (tape
inaudible) and I was so much in that Black Panther kick.
I used to think that would be a mind-blower for a black
picture to be hanging up there.
Another interviewee described the store as "a family business
"How could a black person get to be president?" he asked.
85
Four of the five who responded with a "yes" did not qualify
their answers. The one who did stated that "it would be unfair for
a black to come in and try to take over."
President of a Large Local University . The interviewees were
asked
:
Can a black person become president of a large university
in the city?
The University has an enrollment of over 15,000, almost one-fourth of
whom are black. Nine interviewees responded "yes," two answered
"maybe," three responded "I don't know, and two said "No."
One who answered "I don't know" qualified his answer with, "I
don't know what it takes." Another who responded "I don't know"
said: "That's mostly a white college." A female respondent who
answered "yes" suggested just the opposite: "People come from every-
where to that college." Another who said "yes" justified her answer
by saying: "That college is growing." Still another "yes" was
qualified by the statement: "People don't judge you by your race
but by your work."
Chief Surgeon. The city in which this research was conducted
has a total of 12 black surgeons who practice in all but one of the
public or quasi-public hospitals in the city. The hospital named in
the question: Can a black person become chief surgeon at [Name]
Hospital? serves a large number of black patients and has a chief
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surgeon who is black. Thirteen of the 16 respondents saw no barriers
to a black person becoming chief surgeon. One of the three
remaining expressed the feeling that "it would take time," another
wasn't sure, and a third said "no." The respondent answering "no"
had been employed during the previous school year in a private white
hospital. "I don't know any black surgeons," she said. "You don't
see many black people in operating rooms."
A typical response of those who answered the question
affirmatively was "Color is not a barrier. If a white person can get
it, blacks can too."
Electrician . All 16 of the respondents saw no barriers to a
black person becoming an electrician. One acknowledged, however, that
"It's going to be hard." Another revealed his knowledge of the
difficulty of getting admitted to and earning a livelihood in
apprenticeship programs:
EE: Only one hang-up about being a black electrician is
that you have to find a start somewhere, you know. And
the Technical Center may be good, you know, but you
have to find a place where you can get on-the-job
training, you know, before you can become a licensed
plumber (sic)
.
ER: Is this hard for a black person?
EE: It may be. Like you will get paid like on-the-job
training but some kind of way or another you may not
get oaid enough to support your daily needs along with
going back and forth to work.
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Union Membership
. One question was designed to ascertain the
views black youth hold about access to membership in unions. The
question was:
If getting into a career requires joining a union, do
you think a black person would have trouble getting in
the union?
Five of the 16 respondents answered "yes," three stated they were
"not sure," two acknowledged that they did not know, and six
respondents said "no."
One respondent answered "no, not really," but then said: "I
change my mind, blacks would have a hard time getting in a union."
ER: What would keep them out of a union?
EE: The union itself.
t
One whose response was "not sure," stated that it depends upon
what kind of union it is.
One respondent's views of unions and their impact on blacks'
entry into jobs are as follows:
EE: ... a union is like a private club. Back in the old
days, when they started, they couldn't discriminate in
public places. They started opening up private clubs
with membership cards and things like that to get in.
So a union is another form of private club.
ER: Does that keep black people from getting certain jobs?
EE: The unic r would, yes, because they make a big influence
on the king force. Like, they could say, if you
hire this black person, we're gonna strike. And all the
workers against one black. And it is about, all the
workers against one black, twenty to one. iou know,
which would you choose if you were an employer, to have
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20 people stop because one person wants to work here?
Or would you just tell the person you don’t have any
openings? That's the decision you would have to make
if you are an employer.
Awareness of Discrimination
A question asked to tap respondents' awareness of discrimination
as experienced by someone else was:
Do you know any people who didn't get a job or enter a
particular career because they were black?
The question elicited ten "no's," one "not sure," one "it depends,"
and four "yes" answers. Four who responded "no" placed the blame on
blacks as evidenced in the statement about a young man who was
rejected for a job. "They may think it's discrimination but it wasn't
. . .
it was because his references came back bad."
The four who could recall instances of discrimination gave
illustrations such as:
I knew this girl, she's older than I am, she wanted to
get a job at the newspaper company, but, you know, it was
around that they were kind of prejudiced in the office
department
.
The question that attempted to tap directly the views of black
youth on discrimination as a personal experience was:
Do you feel there are careers closed or barred to you
because of your color?
The question elicited essentially the same pattern of responses
as the
previous one. Ten students responded "no," two stated they
were "not
sure ," and three responded "yes."
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The three students who responded "yes" cited specific examples:
I never saw a black hockey player.
Yes, the president of the United States.
The president of the United States, or being head of a
big office.
One who responded "not sure," said:
I don't think a black can get a job in politics or a big
firm, I would try anyway, but I would think that a job
like that it is no use trying.
Another said:
There is discrimination there.
. . . but if you have
determination
. . .
Two of the ten who responded "no" to the question counted on
fair employment and affirmative action practices:
Some jobs have to have a certain number of blacks. I
think a black person can get almost any job.
Another echoed the same sentiment:
All careers have to have a sprinkling of blacks.
A third question in this series was:
Are there any careers you thought about at one time or
another but decided not to enter because of your color?
Only one student answered "yes," and he said: "At one time I thought
about being a movie star."
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Response Modalities
As a means of summarizing the responses of the 16 interviewees
to the questions in the Guide to the Interview, four possible
response modalities were identified at the outset of the study as
follows:
1 . The respondent clearly expressed awareness of
discrimination and acknowledged its influence in his
or her career decision-making.
2. The respondent clearly expressed awareness of discrimination
but denied its influence in his or her career decision-
making.
3. The respondent clearly denied awareness of discrimination
but acknowledged being influenced by an awareness in his
t
or her decision-making.
4. The respondent clearly denied awareness of discrimination
and denied being influenced by an awareness in his or her
career decision-making.
Each modal response pattern contains two dimensions: (1) the
respondent's acknowledgement or denial of awareness of discrimination
and (2) the acknowledgement or denial of the influence of this
awareness in the career decision-making process. "Awareness of
discrimination" was defined in Chapter I. A statement acknowledging
awareness of discrimination is: "Black people don't have equal
chances with whites," while a statement of denial is: "It doesn't
matter what color you are." "Influenced by" in the description of a
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modal response pattern was considered to mean "overt action taken by
an individual as a result of an awareness of possible negative effects
on his or her opportunity to enter and progress in a chosen career."
An example of overt action is expressed in the following statement:
"I decided not to go into engineering because I thought black people
would have no chances in that field."
In grouping the interviewees by modal response patterns, the
investigator and two independent judges listened to each audio tape in
its entirety, avoiding taking the response to a single question as the
sole indication of the modal response pattern of the interviewee. The
listeners were also instructed to avoid placing students in a modal
response pattern on the basis of what the researcher termed "covert
action as result of the influence of awareness of discrimination." In
other words, although a respondent's career decision-making may have
appeared to one of the judges to be influenced by awareness of
discrimination, judges were not to ascribe action to this awareness
unless it was explicitly acknowledged by the interviewee. An example
may be found in the case of one of the respondents who decided to
enter the field of business rather than journalism. She denied that
race was a factor in her decision but admitted that she didn't know
any black journalists. "I want to go into the field with less risk,"
she said. Her reasons for eschewing journalism as a career are
complex and some of them may be hidden from her own awareness.
Awareness of discrimination may have been a factor, but the inference
was not to be made in the absence of a direct statement by
her.
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What was considered in determining the modal response pattern
of each interviewee was the pattern of direct statements. Covert
actions on the part of the respondents which appeared to the
listeners to be the result of awareness of discrimination but which
were not explicitly acknowledged as such are discussed in Chapter V.
When respondents contradicted themselves as in the exchange with
a 17-year old male, below,, denying awareness in response to a direct
question but acknowl edging it as the interview proceeded, the weight
was given to the first answer to the question that appeared in the
Guide to the Interview, unless the respondent acknowledged a change
of mind. In the following exchange, the answer to the interview
question was coded ''no."
ER:
EE:
ER:
EE:
ER:
EE:
ER:
EE:
ER:
EE:
Do you feel there are careers closed or barred to
you because of your color?
No, I don't think so.
Do you think a black man can become a lieutenant in
the Army?
If he puts his heart to it.
Do blacks have as many opportunities as whites to become
lieutenants?
Not hardly.
What does a black guy have to do to become a lieutenant
that a white guy doesn't have to do?
A black guy just has to take it all the way; just work
for it. He's got to prove that he wants that position.
How is that different from a white guy?
A white person got to do the same thing, but uh,
seems like
they have it more made, you know, with a white
commander
on top of things . . . Seems like more likely
they will get
the job.
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Fifteen of the 16 respondents fall into Response Modality B,
clearly expressing awareness and discrimination but denying its
influence in his or her career decision-making. The sixteenth was
placed in Response Modality A, clearly expressing awareness of
discrimination and acknowledging its influence in his or her career
decision-making
.
Comments typical of the 15 who expressed the conviction that
discrimination exists but it is not a factor in their lives follow.
A 17-year girl comments on color as a barrier:
I just never took into consideration anything like
that
. . . even though I hear it every day. It's just
that nobody has ever approached me in a way, you know,
my color, so I really don’t know about anything like
that, but I have seen it happen to other people.
Maybe it has happened to other people because they
just don’t know how to act.
t
Another 17-year female student claimed she learned about
discrimination from her father:
I didn’t think about race too much until my parents spoke
about it. My father most of the time he says Blacks can't
get as much as whites, even if they would be qualified
for a job.
A third learned about discrimination from others:
I have heard young adults talk about it . . . know somebody
who didn't get a bank teller's job . . . him and a white
guy were there at the same time and the white guy got the
job. He went to college for two years, and the white guy,
I don't think he went to college.
One student acknowledged the presence of discrimination in our society
but thought times were changing:
I think things are changing a little for the younger
generation. For the older generation things may still
be the same. It may be changing.
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Later this same student said: "Blacks and whites have the same
opportunities .
"
In the following exchange between the interviewer and the
interviewee, a respondent who felt that money was a greater obstacle
to choosing a career than color described discrimination as the
practice of individuals rather than of institutions:
EE: There is not too much discrimination out here
now
. . . That's been classified into the jobs now.
ER: Tell me more about that. Discrimination is classified
into the jobs.
EE: In several ways. Like, where I work at now, my foreman
has a variety of white and black workers working together.
But right down the aisle is another foreman. He has
about one black dude out of about 20 white dudes working
for him. So, like, they bring new people in every day.
Seems like we always mix up with one black coming and
another white coming right with him. But the guy, the
foreman down the way, likes all white, I think. That's
something I noticed as soon as I started working there.
The single respondent who acknowledged awareness of
discrimination as an influencing factor in his career decision-making
had this to say:
I wanted to be a movie star but I couldn't be one. I
couldn't get away with a lot of stuff that white people
could get away with.
Career development theorists might describe his choice of career as
representative of the fantasy or tentative stages in careei develop-
ment and would therefore discount the seriousness of both his cai eer
interest and his commentary on discrimination. One of the judges who
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listened to the tapes advanced this view. However, this judge and the
investigator agreed that this respondent's entire interview reflected
awareness of discrimination as an influencing factor in his decisions
to a greater degree than any of the other participants in the study.
Discussion
Fifteen of the sixteen students who were interviewed in this in-
vestigation stated categorically that race was not a consideration in
their choice of or rejection of careers. Only one expressed the view
that awareness of discrimination had been a factor in his decision-
.
making about careers.
A majority (nine) denied thinking about being black when they
daydreamed about careers. Half reported knowing a black person or per-
sons in their preferred career field, while eleven denied knowing any
white persons in their chosen careers.
When asked if black people had the opportunity to enter any one
of nine occupations selected by the investigator at random, the youth
tended to respond yes to those which involved a skill and no to those
requiring the possession or use of power and influence. Visibility
of blacks in career roles in the community or on television also
seemed to influence responses. Sixteen believed blacks could become
carpenters and electricians, fields in which blacks are well-repre-
sented and poorly represented, respectively, in the community in
which
the study took place. Sixteen said blacks were not barred
from jobs
as airline pilots; fourteen expressed the view that no
doors were
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closed to blacks in television announcing; and thirteen saw doors open
to those who wished to be astronauts or surgeons. On the other hand,
eleven said no, or not sure about 'a black person becoming president
of a large store; and seven said no, maybe or don't know when asked
if a black could become president of a local university. Ten of the
sixteen were doubtful that blacks could get into unions without dif-
ficulty, if at all.
In summary, fifteen of the sixteen respondents in this study
acknowledged awareness of discrimination but denied its influence in
their decisions about careers. They affirmed the fact that they had
heard about discrimination from parent's or older people but had not
experienced it themselves. The implications of these findings are
discussed in Chapter V, following which recommendations are made for
programmatic approaches to enhancing career development by guidance
counselors as well as for additional research.
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CHAPTER V
Summary, Implications Recommendations
,
and Conclusions
The overall purpose of this study was to determine the extent to
which awareness of discrimination is an influencing factor in the ca-
reer decision-making of black youth. This objective was accomplished
through the conduct and analysis of guided interviews with sixteen
high school seniors who were selected from a Basic Survey Group of
228 twelfth grade students. These 228 students, all black, were
grouped into sixteen profiles of congruence on the basis of parents’
education and occupation, students' academic achievement, and their
career maturity level as indicated by scores on the Attitude Scale of
the Career Maturity Inventory .
Eighty-six and four-tenths percent of the group were ages seven-
teen and eighteen at the time of the survey. The majority of their
parents were reported by the respondents to be in High and Medium
categories in education and occupation. The majority of the seniors
earned scores in the Medium range on the Attitude Scale of the Career
Maturity Inventory. No relationship was found in chi-square analyses
between their career maturity scores and their ages, sex, parents'
education, and parents' occupation. A positive relationship was
found, however, between their level of career maturity and their aca-
demic averages in high school. Only the subtest. Knowing Yours
elf.,
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of the Competence Test
,
and their academic average predicted, in step-
wise multiple regression analyses, their scores on the Attitude Scale .
A total of forty-five careers were named by the sixteen respon-
dents when asked to state their current preferred choices and one or
two current or post-secondary choices. Seventy-one percent of the
forty-five, or thirty-two, fell in the professional-managerial cate-
gory, and twenty-nine percent in the secretarial-clerical and skilled
trades categories combined. The high school was effective in helping
students make choices of courses which led eventually to expressed ca-
reer choices. Two seniors whose expressed interests were in the skilled
trades seemed less sure than the rest of their peers of avenues to fol-
low in pursuit of their goals.
Students were placed in two of the four Awareness of Discrimin-
ation Response Modalities identified at the beginning of the study.
Fifteen were categorized as "being aware of discrimination but deny-
ing the influence of this awareness in career decision-making." One
was categorized as "being aware and acknowledging the influence of
this awareness in career decision-making."
The responses of these youth differ from those of black adults
and youth reported in earlier investigations. For example', in the
study by Crain and Weisman (1972) referred to in Chapter I, thirty
percent of 1,651 minority respondents claimed to have been denied a
job because of their race, and twenty-three percent could name an em-
ployer who they felt had discriminated against blacks.
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In another study requested by the Kerner Commission (1970),
black respondents were asked whether they believed that others of
their race had been turned down for jobs because of race. Seventy-
one percent said yes. Thirty percent responded that they personally
had been refused jobs because of racial prejudice. Sixty-eight per-
cent thought some or many blacks missed out on promotions for this
reason. Seventy-seven percent believed that "big companies hire a
few Negroes only for show purposes, to appear to be non-discrimina-
tory .
"
The attitudes of the high school seniors in this study also dif-
fer from those of college freshmen interviewed by Turner and Turner.
In that study, which is reviewed in Chapter II of this paper, the
researchers found that black people perceived significantly more dis-
crimination against black people than did whites.
Gould (1976), in her study of black students attending a pre-
dominantly black southeastern state college and a New England state
university, and white students attending the latter institution, found
that the two black groups responded significantly similarly on the
variable of perception of race as a barrier to entering a chosen
career. Picou and Cosby (1972), in their study of occupational
choice and perceived goal blockage, found that substantial porpor-
tions of the respondents felt as the subjects in this study did--
that their race would have no effect on the eventual attainment of
their occupational goals.
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The fact that younger respondents in this study and in the in-
vestigation by Picou and Cosby diverged in their perception of dis-
crimination from youth and adults in the other studies cited raises
several questions. Chief among them are:
1. Has there been a change in the United States from the "two
nations--one black and one white" described by the Kerner
Commission (1973) to a more mature, multi-ethnic society
in which discrimination based on race is disappearing?
2. If discrimination is still a major factor in American life,
is its impact not felt by black adolescents? Is is some-
thing experienced, as one respondent suggested, only by
older black people in the society?
3. What factors account for the perceptions black youth in
this study hold about career opportunities and possible ob-
stacles to careers posed by discrimination?
In response to the latter question, the investigator suggests
that the first of several factors which may have shaped respondents'
expressed perceptions is what researchers term "the social desira-
bility variable" (Philips, 1974). The respondents may have assumed
that the investigator valued the ability of black youth to ignore or
"rise above" discrimination. Thus, they may have responded in ways
they thought the interviewer wanted them to respond.
A second contributing factor may have been the view that it is
not "cool" to acknowledge that "the man" has the power to affect
one's
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life decisions. The rejection of a deterministic viewpoint may have
led the interviewers to deny that their actions were influenced by
forces outside themselves, especially forces in the white society.
Self-concept theorists might find in the youth's denial of the
influence of awareness of discrimination an affirmation of the "I" in
the individual which, contrary to the "me", does more than react to
external stimuli. In discussing George Herbert Mead's concept of
the self, Franklin (1977) states:
. . . the individual for Mead did more than respond to a cer-
tain predefined set of attitudes and behavior expectations.
His very response altered the nature of the role and the so-
cial demands embedded in it. These social demands came to
reflect in part the commitments and orientations of the indi-
viduals who were to take them on. (p. 340)
Natanson (1956), who is quoted in the Franklin article, argues
that although Mead’s self. . .
. . . is an emergent from the social process. . . there is an
individual contribution that each self makes to this process.
It is not a one-way relationship. The emergent self is at
the same time a unique quality that impinges tellingly upon
the social process. (p. 340)
Furthermore, the youth in this survey may feel a greater sense
of control over their environment as a result of having been in a
school situation in which they represented a clear majority. School
enrollment figures presented in Chapter III indicate that nine out of
ten students in the school at the time of the survey were black.
Finally, black youth may perceive a world that is in reality
changed. The United States may be moving towards a more
equitable
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society in which discrimination which places a particular group and
its members at a disadvantage is rapidly disappearing.
Observers acknowledge that a change in the racial picture in
this country has taken place and that strides have been made in elim-
inating many of the outward manifestations of discrimination. These
include separate eating and transportation facilities, restrictive
housing covenants, and blatant discrimination in hiring. Tabb (1970)
hypothesizes that supports for crude racism may be disappearing. He
believes that large corporations value the black citizen not only as
a worker but as a consumer and that discrimination against him may
be becoming objectively less useful and, in significant ways, harm-
ful to their interests. Tabb recognizes that the need for cheap
labor still exists but that "the social costs of perpetuating seg-
regation and discrimination work to decrease the corporate sector’s
support for the American caste system." (pp. 61-62)
Those who hold an opposite view claim that racial discrimination
remains a serious problem in America. In a survey conducted by the
National Urban League (1977) among its 107 local affiliates, the opin-
ion was expressed that the black minority is "still shackled by ser-
ious problems that will require more attention than they ever received
before, if the gap that separates the minority from the majority is
ever to be closed." (p. vii ) A growing backlash against affirma-
tive action programs--a contributing factor to the continuing high
level of unemployment among adults and teenagers--was noted by Urban
League affiliates.
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The authors of Still a Dream (Levitan, Johnston and Taggart,
1975) analyzed several critical dimensions of black economic and so-
cial status, including income, employment, education, health, housing,
and power and control. They found that blacks have registered sig-
nificant real gains in all of these areas, although absolute gaps be-
tween blacks and whites remain. They concluded that "a pervasive and
elusive system of discrimination has survived, in which fragmented
decisions by individuals or institutions represent often unclear and
unprovable prejudice." (p. 351)
The data gathered in this study of the perceptions sixteen
youth have of discrimination clearly support the conclusion that the
awareness of discrimination is not an acknowledged factor in their
career decision-making. The black youth in this sample affirmed the
fact that color is not perceived as a barrier to them. They acknow-
ledged that they had heard about discrimination from their parents
and that there were some careers a black person would have diffi-
culty entering, especially careers requiring union membership. How-
ever, they do not expect that their race will be a barrier to them
in the pursuit of career choices.
Despite the verbal denials of the influence of this "pervasive
and elusive system of discrimination," the investigator concluded
that the respondents' decision-making behavior revealed "covert in-
fluence" of awareness of discrimination. "Covert influences" were
defined in Chapter III as influences not acknowledged by the respon-
dent but which appeared to the researcher to be influencing factors
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in career decisions. To counteract the possibility of bias on the
part of the researcher (that awareness of discrimination is an in-
fluencing factor), the identified behaviors were subjected to review
by the two independent judges--one white and one black with one hun-
dred percent inter-rater agreement as the result. The behaviors
which indicated that respondents' lives had been influenced (and cir-
cumscribed) by awareness of discrimination are listed below.
1. They selected careers within a narrow range of fields tra-
ditionally entered by black people, ignoring possible op-
tions in commerce and industry and exhibiting limited in-
terest in the skilled trades.
2. They expressed doubt that black people could enter careers
for which the exercise of influence and power was perceived
as a prerequisite for entry or as an essential ingredient
for success in the career.
3. A disproportionate number of males (six out of nine) ex-
pressed a career interest in professional athletics. Es-
timates have been made (Ashe, 1977) that, although the
media conveys an image of equality of opportunity in sports,
few blacks have the opportunity to reach major league status
4. Respondents expressed the willingness to accept the re-
sponsibility if their future goals were not reached--a
tendency noted by Freire(1972) in his treatise about col-
onized peoples and by Sennett and Cobb (1972) in their
studies of working class people.
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From this study, the researcher draws the following conclusions:
1. That awareness of discrimination is acknowledged by the
youth in this study.
2. That the influence of this awareness in career decision-
making is overtly denied.
3. That the decision-making behavior of the respondents reveals
covert influences of awareness of discrimination.
Despite the limitations imposed by the small sample size which
restrict the generalization of the findings, the implications are sig-
nificant. For example, low motivation and achievement in black youth
must be attributed with caution to a sense of powerlessness imposed
by awareness of discrimination. Findings that black youth have high
aspirations but not the motivation to work towards them must be ser-
iously questioned. Accountability for student failure must be rigor-
ously apportioned and accepted by schools and other institutions of
the society.
Recommendations for Career Development in Guidance
The following recommendations are made for enhancing career de-
cision-making skills of black youth in a world in which discrimination
is perceived by youth as a reality but not as an influencing factor
in their lives.
1. Consistent with the recommendations of Anderson and Love
(1973), guidance programs should include the opportunity
for students to address the issues of racism. Black youth
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must be aware of the fact that although many outward mani-
festations of discrimination are disappearing, the subtle
vestiges that remain may place them in "double jeopardy"--
lulling them into unawareness and at the same time denying
them career opportunities.
2. Career development activities should focus on many rather
than few categories of work experience. More intensive ef-
forts should be made to help learners explore the career
implications of curriculum offerings.
3.
- More group and individual techniques for helping students
know themselves should be implemented, in light of findings
that the subtest "Knowing Yourself" contributes significant-
ly to career maturity as measured by the Attitude Scale of
the Career Maturity Inventory .
4. Career development programs should proceed from the aim of
nurturing students' interests and developing related indi-
vidual skills rather than from the primary aim of fitting
students into limited available jobs. This recommendation
is predicated on the assumption that the individual who de-
velops his interests also develops skills for living in a
technological era in which uncompensated work may be the
source of satisfaction in a person's life and his job wages
the source of sustenance.
5.
To insure the effectiveness of efforts to enhance career
development, counselors are urged to take the leadership
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in strengthening academic programs. Specifically, a nation-
wide effort to achieve excellence in teaching basic and ad-
vanced skills in mathematics may be spearheaded by counsel-
ors. Such programs should parallel the massive reading im-
provement programs which now enjoy Federal and State support.
Recommendations for Further Research
1. A follow-up study of awareness of discrimination and its in-
fluence in the career decision-making of black youth should
be conducted, employing a larger sample of respondents.
Awareness of discrimination should be more fully explicated
with respect to antecedents. What conditions and experiences
contributed to awareness of discrimination and the assertions
that this awareness is not a factor in career decision-making.
2. A review of existing studies of the career aspirations of
white as well as a replication of this study with white high
school youth with special attention to working class youth,
should focus on range of career choices to ascertain if dis-
crimination is the factor restricting choices or if other
factors influence young people in America.
3. A study of the interests of black youth and the relationship
of early interests to career decision-making should be ini-
tiated. The relationship of the absence of interests or op-
portunities to pursue these interests to alienation should
be explored.
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4. Research is needed into the kinds of adult role models
who exercise influence on the career decision-making of
black youth. This investigation should extend to the
appropriateness of models provided by television.
5. The impact of available part-time jobs on the work
values and career decisions of black youth should be
explored
.
6. Research should be continued in the use of measures of
career maturity. Specifically, the relationship of
reading levels and scores on the measures should be
closely examined.
Conclusion
This study of awareness of discrimination in the career
decision-making of black youth has been exploratory in nature. Fur-
ther research into the process by which black youth make career
decisions, and how awareness of discrimination influences these de-
cisions,will provide a sound platform of knowledge upon which to
build increasingly effective career development programs and hasten
the full involvement of this significant group in our population in
the mainstream of American life. Research and programmatic efforts
by counselors and other educators may insure fulfillment instead of
aimlessness and apathy not only for black youth but all youth and
the nation.
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APPENDIX A
PERSONAL DATA QUESTIONNAIRE
Column A - Sex and Race
If you are a white male, pencil in "1"
If you are a white female, pencil in "2"
If you are a black male, pencil in "3"
If you are a black female, pencil in "4"
Column B - Parents’ Income
What is your best estimate of your parents' total income last year?
Consider annual income from all sources before taxes.
If less than $3,000,
$3,000-$3,999
$4 ,000-$4 . 999
$6 ,000-$7 ,999
$8,000-$9,999
$10 ,000-$12 ,499
$12 ,500-$14 ,999
$15 , 000-S19 ,999
Over $20,000
pencil in 1
pencil in 2
pencil in 3
pencil in 4
pencil in 5
pencil in 6
pencil in 7
pencil in 8
pencil in 9
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Columns C and D - Parents' Education
Code the answer for your father in column C and for your mother in
column D. Code only one answer in each column. If you do not know,
code the answer you feel is most nearly correct.
How far did your parents, step-parents, or guardian(s) go in school?
If you do not know, code the one you feel is most nearly correct.
(1) Father, Step-father, or (2) Mother, Step-mother,
Male Guardian or Female Guardian
1
2
3
4
5
6
1 Received graduate
school or
professional
school degree
2 Graduated from
college
3 Attended college
or technical
school
4 Completed high
school
5 Attended high
school
6 Completed 7th
grade
7 7 Completed less
than 7th grade
125
Columns E and F - Parents' Occupation
What is the present or last occupation of (1) your father, step-
father, or male guardian and (2} your mother, stepmother
,
’or female
guardian. Code the answer for your father in column E and for your
mother in column F. Code only one answer in each column. If you do
not know, code the answer you feel is most nearly correct.
(1) Father,
Stepfather, or
Male Guardian
(2) Mother,
Stepmother, or
Female Guardian
1 1 Jobs such as executive in a
large business, accountant,
chemist, engineer, lawyer,
physician, college teacher
2 2 Jobs such as office
manager, production
manager, proprietor of
medium business, nurse,
pharmacist, social worker,
school teacher
3 3 Jobs such as insurance
agent, private secretary,
shop manager, small
business owner, computer
programmer, photographer,
surveyor, farm owner
4 4 Jobs such as bank clerk,
bookkeeper, sales clerk,
shipping clerk, draftsman,
laboratory technician,
telephone operator
5
6
5 Jobs such as barber,
machine operator, butcher,
carpenter, electrician,
mason, mechanic, plumber,
city policeman
6 Jobs such as assembly line
worker, short order cook,
gas station assistant,
guard, watchman, practical
nurse, general truck driver
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GUIDE TO THE INTERVIEW
I. Introduction
1.1 You're feeling pretty (good or down, depending upon whether
senior graduated), aren't you?
1.2 What do you plan to do this summer?.
1.3 If work, what kind of work?
1.4 If study, where and what?
1.5 If work, do you already have a job?
1.6 What do you plan to do next fall?
II. Career Choice(s)
2.1 Let's look ahead a few years. If you could be anything
you wanted to be, what career would that be?
2.2 This may sound like a silly question, but what do people who
are _do?
(Name of career)
2.3 Can you remember when you started thinking about becoming a
?
(Name of career)
2.4 What steps do you have to take to become a
(Name of career)
(or enter this field?)
2.5 When you thought about your career, did you think about how
being black would affect you in that career?
2.6 Is it harder for you as a young black person to choose a
career than for a white person your age?
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III.
Think back to when you were little. What did you think
you wanted to be?
2.8 If you ever daydreamed about what you would be when you grew
up, what were some of your dreams?
2.9 When you daydreamed about what you would be when you grew
up, did the fact that you are black enter into your dreams?
3.0
When you got to junior high school, what did you think you
wanted to be?
3.1 When you got to senior high school, what did you want to
be?
3.2 When you thought about your future, did you feel that being
black was going to make a difference?
3
Do you think you as a black person (or black people gener-
ally) could become
--an astronaut
--a T.V. announcer
--an airline pilot
--a carpenter
--a plumber
--president of (name) store
--president of (university)
--chief surgeon at (name)
hospital
--an electrician
3.4
If getting into a career requires joining a union, do you
think you as a black person would have any trouble?
Awareness of Discrimination
4.1 Do you know of any people who didn't get a job or enter a
particular career because they were black?
4.2 Do you feel there are any careers closed to you because
of your color?
4.3 Are there any careers you thought about, but decided not
to enter because you are black?
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APPENDIX C
LETTER TO HIGH SCHOOL SENIORS SELECTED FOR INTERVIEWS
June 7, 1976
Dear
I need your help!
In connection with my work towards the doctorate degree at the
University of Massachusetts, I am studying factors which enter into
the career-decision -making process of black youth. I am interested
in the answers to questions such as: "What is your ideal choice of a
career?" "What career do you think you will actually enter?" "Do
you see any barriers to your entering that career?"
Interviews will be held with 16 young people who are at a critical
decision-making point in their lives. You have been selected as one
of the 16. Would it be convenient for you to spare an hour or two of
your time in the next two weeks? If so, please inform your counselor
or call me during the day at 359-9331, extension 230, or in the
evenings at 321-6624.
For each hour you spend in an interview, you will be paid a stipend
of $3.00. May I assure you that your name will not be used in the
written report. Your cooperation will be greatly appreciated.
Sincerely yours,
Grace Matthews Pleasants
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APPENDIX D
FOLLOW-UP LETTER TO PARTICIPANTS
Enclosed please find a check in the amount of
I appreciate very much your willingness to spend some of your
valuable time being interviewed relative to your career plans.
You have made a very important contribution to the dissertation
which I am preparing to submit, to the University of Massachusetts.
If I can be of help to you as you pursue your career, please do
not hesitate to call on me.
Sincerely yours.
Grace M. Pleasants
INTERVIEW
TALLY
FORM
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APPENDIX F
AWARENESS OF DISCRIMINATION IN CAREER DECISION-MAKING
RESPONSE MODALITY FORM
Rater Profile No.
Directions :
You will be listening to an audio tape of an interview with a
black youth whose awareness of and resulting attitudes towards
discrimination as a factor in the career decision-making pro-
cess are being explored. Please listen carefully to the en-
tire tape, completing the Interview Tally Sheet as you listen.
Listen to the tape a second time, then indicate the response
modality of the student by checking one of the statements be-
low. Write three direct quotations from the tape which support
your choice of modality. Under "Tape Counter," write the be-
ginning numbers of the statements for ready reference.
RESPONSE MODALITY
Respondent :
1. Clearly acknowledge awareness of discrimination and the
influence of the awareness in career decision-making;
2. Clearly acknowledged awareness of discrimination but de-
nied the influence of the awareness in career decision-
making;
5. Clearly denied awareness of discrimination and denied
the influence of the awareness in career decision-making;
4. Clearly denied awareness of discrimination but acknowledged
being influenced by an awareness in career decision-making.
SUPPORTING QUOTATIONS
Tape Count er
:


